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PREFACE

This Group Research Prolect was produced under the aegis of the US Army
War College, Department of Cvmmand and Management. The scope and general
methodology were designed by the authors and approved by the department. The
research paper is designed to consolidate existing documentation relating to
accession and retention of black officers and has its genesis in the BOAR
Study of AY 79. The authors of the study elected to participate based upon
a genuine concern for problems associated with the assession and retention
of black officers in the Unites States Army and the importance of this issue
to our National defense posture. The outstanding assistance of personnel
within the Department of the Army, the Army Staff, and supporting agencies
contributed significantly to the completion of this project.
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CHAPTER I

INTRODUCTION

BACKGROUND INFORMATION

A gro'np of black students from the US Army War College Class of '79,

reached the conclusion that black officers were under-represented in the Army.

After a meeting with the Commandant, they decided to initiate a formal study

to identify ways to increase black officer accessions via the Reserve Officer

Training Corps. The objectives of their study were:

1. To identify ways of increasing black officer assessions via ROTC

at a rate which is reflective of the general population.

2. To improve retention of junior black officers.

The purpose was to explore the sources of commissions for black officers as

well as their assignment areas, to determine if, indeed, there were factors

which impeded their being competitive for promotion, school selection, and

the like.

The problem statement was simply "There are not enough black officers in

the Army." The AY 79 study group undertook the task to gather specific

Department of the Army policy and to gain support for the project through

interviews with USA Training and Doctrine Command, Deputy Chief of Staff for

Reserve Officer Training Corps, the Deputy Chief of Staff for Personnel and

his principal assistants. The study group gained access to both factual and

statistical doLumentation in support of their thesis.

Interviews with seven of nineteen Professors of Military Science at

Historically Black Colleges' (HBCs) provided data pertaining to both recruit-

ment and quality of ROTC cadets at the seven institutions. To gain insight



relating to quality, leadership potential, performance, professional develop-

ment, and perceptions of race relations and equal opportunity iii thc Army,

145 active duty black officers were interviewed. Me USAWC Class of 79 was

surveyed to assess perceptions of junior officers wbicb relate to retention.

The procedures cited represented the methodology incorporated by the '79 BOAR

Study.

The findings and conclusions of the 'Y9 Study centered on a need for

increasing black ROTC enrollment, developing incentives geared to attract

high quality black students, initiating efforts to enhancc the process of

socialization, upgrading communicative skills, and generating more coopera-

tion and interaction between ROTC departments and nearby milicary installa-

tions.

Specific reconvnendations made by the '79 BOAR Study were as follows:

increase Affirmative Action Plan goals for black ROTC enrollment; follow-on

study group readdresb retention; DA require and support joint ROTC training

and social contact between white and black institutions; DA require and

support teams to conduct leadership seminars; dedicate more ROTC scholarships

to HCs; strengthen instruction in communicative skills.

After receiving the brief of the completed study, the Commandant,

Major General Smith, stated that the study should be continued by an inter-

racially-mixed study group from the Class of 1980. It is by the charter of

the Coimmndant that the 1980 study derives its basic foundation from the

AY 79 BOAR Study.

STATEMENT OF THE PROBLEM

Using the population of black officers 03-04, determine by investigation

the validity of the alleged existence of sub-standard black officers commissioned
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at predominantly black universities; determine linkage between university

preparation and continued service of the biack officer.

Persistent ascertions that substandard officers are entering the Army

through the historically black colle~ges and universities have not been vali-

dated by systematic, comprehensive measuremenL.. As a result, effective

remedial efforts to be undertaken by the Army have not been clearly defined.

F'or many years the quality of performance of black officers, as compared

with their white peers, has been of concern to the Army. Unfortunately, this

concern h&s generally surfaced after the announced results of a Department

of the Army Selection Board, but without subsequent investigation to substan-

tiate reasons for substandard performance or to recoummend remedial action.

Host recently, the issue was raised regarding the promotion of blacks at a

rate ten percent lower than that for whites by the 1979 0-5 Selection Board.

As in the past, the issue revolved mainly around black officers whose prepar-

ation included graduation from one of the historically black colleges or

universities. Therefore, the thrust of this study is to identify and measure

those factors which form the basis for the appp:ent difference in quality,

and to recommend corrective action where such action is deemed necessary.

TASK ORGANIZATION

f The experiences of those who volunteered for thE. group rescoarch effort

represent a wide spectrum of expertise ranging from socio-economic and ethnic

background differences to extremely diverse career patterns. Included were

both black and white officers with Combat, Combat support, and Combat Service

Support primary specialties. Also, a Department of State civilian was a key "
member of the group. This diversity provided excellent balance to insure

objectivity in gathering, analyzing, and interpreting data related to what

3



promised to be a highly emotional study issue,.i

To complete the study within given time constraints, the need for quick

organization, planning, and research coordination was paramount. The group was

organized into four subcommittees with responsibility for developing meLhodology,

data collection, analysis, and general administration. By compartmentalizing

functions, actions proceeded concurrently to save time. The following mile-

stones, tasks, and priorities were established and followed throughout the

study effort:

Milestones

1. Approval/coordination with DA, FORSCOM, TRADOC 19 Dec 79

2. Develop survey instruments/War College approval 4 Jan 80

3. Determine interviewees/records to be reviewed/ 15 Jan 80
questionnaires mailed

4. Determine location of MS IV cadets interviewed by 10 Jan 80
AY 79 BOAR Study

5. Approval by FORSCOM/TRADOC to visit installations/ Jan 80
activities

6. Identify/contact POC's 10 J.ýn 80

7. Collect data 9 - 22 Mar 80

8. Analyze data

9. Conduct IPR 30 Apr 80

10. Write repoý.t--lst draft 12 Apr 80

11. Turn in final report 16 May 80

12. Discuss.ion/evaluation/feedback from study advisor 19 - 30 May 80I "I

At Annex A is a chronology of significant events which had an impact oa the

research effort.
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CHAPTER II

METHODOLOGY

The methodology fjr the investigation incorporates several basic research

techniques. The re3earch begins with a detailed search of existing literature.

Tie effort was to be continuous in ordec to determine the most current status

of Army efforts which impact on enhancing the quality of officer accessions

through the HBC's. The core of the research effort uses questionnaires to sample

the opinions and attitudes of ROTC cadets, active duty black officers, and

Military Science professors from the HBC's. Comparable samples are taken to

provide control populations of active duty white officers. A bupplementary

effort provides a comparative study of officer performance through a review of

Officer Evaluation Reports. Finally, interviews roundout the investigation.

The primary purpose of the interviews is to colloct data concerning the broader

rationale behind certain responses to questionnaire items.

The steps of the methodology started with the development of question-

naires. The principal feature of the questionnaires was the use of numerical

scales to quantify the value of selected factors which affect officer training

and performance. The factors which were selected were those which occurred with

greatest frequency in response to the open-ended questioning conducted

during the AY 79 phase of the study.

A comparative scheme for the questionnaires was developed and is shown

at Annex B. Initially, the test populations were chosen to include cadets at

five of the 21 schoola classified as traditionally or historically black. The

five selected, Virginia State, South Carolina State, North Cirolina A & T,

Tuskegee, and Florida A & M were the top five programs based upon numbers of

active duty officer alumni in grades of 0'? 04. Subsequently, the sampling
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strategy was extended to include all (21) HBC's in order to make the results

valid for inferences concerning the total number of HBC's rather than just the

five cited above. Thvs, the sampling was planned to provide:

- The cadet control population chosen from five schools which were

selected randomly excepting slight constraints to facilitate the overall re-

search and travel plan.

- The test sample of active duty black officers to compare to a random

sample of active duty white officers.

- A sample composed of 21 Professors of Military Science at the test

schools was to be compared to the control schools' sample of military science

professors.

- A survey of a fourth group--supervisors of the test group of active

duty black officers. A related fifth sample of USAWC students from the class

of 1980 used as a control on the results from the supervisors' test sample.

- The OER review completed for active duty black officers in the grades

of 03; 04. The results are compared with those for a sample of active duty

white officers' performance files.

- Sample sizes selected to keep sampling error below the seven per-

cent level. Total samples greater th..n 200 fulfilled the criterion set for

samp]in,, error.

A series of interviews ot college administrators at the selected colleges

(five test and five control) is conducted. General interviews of military

science professo- imed at augmenting questionnaire results. Finally,

interviews are codIuCtUed to record general data on performance and career devel-

opment of active duty black officers in grades 01 through 04 at selected CONUS

installations (Ft. Benning, Ft. Bragg).

6



The scheme as outlined above provides the most comprehensive research

effort to date into the issue of quality of production of black officers at the

historical or traditional black college level institutions.

LITER.ATURE SEARCH

Although "quality" is a much discussed subject in today's Army, little

has been officially wri.tten or published about it. One reason would be the

d~elicacy of the subject as applied to minorities and the Historically Black

Colleges (HBC's). The Army would not wish to unfairly label any officers or

institutions as substandard. Yet, a continuing undocumented discussion of

substandard officers, in the context of the HBC's, seemed to us potentially

more deleterious as an assumption, than as a set of studied findings which

could be addressed. Accordingly, the search began in the USAWC library. The

search, through the computer, identified various studies on the status of

minorities in the Army by rank and number, and on Equal Employment Opportunity

and Affirmative Action Programs. Studies which focused on quality per se were

not available.

"Procurement of Black Army Officers Is In Trouble," an article by

Nathaniel P. Moore printed in the December 1978 issue of Parameters, offered

a perspective on current problems of the HBC's and their declining ability to

produce black officers. A September 1977 "Study of Army ROTC Cadets in the2

Predominantly Black Universities," produced by the Third Army ROTC Region pro-

vided comparative statistics on the performance of black and white cadets at

Advanced Camp. Additional statistics were found in the Third Annual Assessment

of Programs (Equal Opportunity - March 1979). The most direct coummentary on

the issue of "quality" of black officers from the HBC's was addressed in remarks

attributed to General Oliver Dillard (Ret) which appeared in the Army Times.
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Meanwhile, continuing background research determined that the Army Research

Institute (ARI) had undertaken at least an initial in-house examination of the

quality issue. ARI's findirgs were sought. Those findings were enlightening.

Open release of ARI's findings was obtained through attendance of a study group

member at the Tuskegee meeting of Presidents and Chancellors of HBS's. These

findings contributed to a change in the methods used for the study.

PROCEDURE

The original focus of the group study effort required a data collection

and analysis concerning attitudes and opinions regarding the alleged existence

of substandard black officers commissioned at predominantly black colleges and

universities. As previously stated, the thrust changed. One must isolate and

key on certain elements considered as critically significant events to under-

stand the change in direction of the research effort.

The Department of the Army had established a moratorium on all surveys

And required the personal approval of the Chief of Staff prior to forwarding

questionnaires to the field. Our group experienced a long delay in completing

our survey instruments and gaining MILPERCEN approval. The draft of our survey

instruments was completed on 14 January, approved by the Army War College within

a few days, and forwarded to MILPERCEN (Dr. Brocaro) for approval early in

February. A conference was held with Dr. Brocaro (MILPERCEN) and she recommended

minor changes which were accomplished by the group and the survey instruments

were returned to MILPERCEN. In the interim, Dr. Brocaro had been replaced by

Dr. White, who had a different approach to analyzing survey instruments. Noti-

fication received by the study group in March stated that the instruments required

additional modification. This delay caused the cancellation of travel arrange-

ments which had been scheduled to gather data from the field.

8



Concurrently, with the initial draft of thie rirvey Lnstruments,

the group chairmen made a trip to the Army Rese&rch Institute in January

to discuss previous research efforts that might relate to the study.

The ARI had, in fact, conducted two research efforts on quality of ROTC

graduates from Historically Black Colleges: one in 1973, the other in 1979.

Both efforts were directed primarily at the collection of statistical data from

TRADOC, MILPERCEN, and the universities. Some subjective implications related

to quality were based upon ARI data. The ARI studies, in conjunction with a

September 1977 meeting between representatives of HBC's and the Secretary of

the Army, and subsequent DA and TRADOC conferences appear to provide the

catalyst for the development of a "ROTC Program Improvement Plan." This be-

came quite evident early in March when a member of the study group attended a

conference of Black Presidents/Chancellors of HBC's at Tuskegee Institute.

It was at this point that the group became aware of the many on-going

Army initiatives which would prove to have a significant impact on the

original scope and direction of the study effort.

We found that some elements of the ROTC Program Improvement Plan were im-

plemented, starting w;th school year 1979-80. Other elements have been pro-I
grammed for implementation starting in school year 1980-81, while others are

pending fiscal resource allocation for implementation. Specific elements of

the plan are discussed in the analysis section.

The new information prompted the study group to seek more insight from

the highest levels of the Army concerning initiatives to support the accession

effort and improved quality of cadets at the HBC's. Therefore, on 28 March, I
members of the group met with representatives from the Office of the Assistant

Secretary pf the Army (Manpower and Reserve Affairs) and ODCSPER. During this

meeting, it became evident that the Secretary was personally interested in the

disparity between black and white officer promotion selection rate.
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A talking paper was prepared by ASA (M&RA) for the Secrecary which pro-

vided an analysis of recent LTC and Major (AUS) promotion boards and the im-

plications of the results. The findings and conclusions are listed at Annex

F and are discussed in greater detail in the analysis section.

Information was also provided by DA of an intent to award a contract to4

determine the Role of Predominantly Black Colleges or Universities in the

Production of officers for the Military. The problem statement, technical

objective, approach, and expected results closely parallels the intent of our

research effort.

After evaluating the data highlighted above, and the specifics contained

in appropriate annexes, the study group decided to suspend additional e'fforts

associated with our survey instruments and questionnaires.

Therefore the analysis, conclusions, and recommnendations are based pri-

marily on the ARI study data and the data collected during the visits cited

above.

10
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CHAPTER III

ANALYSIS

The literature research and data collection effort thus far yielded three

studies conducted by ARI and TRADOC, de.tails of the ROTC Improvement Program,

new initiatives to be implemented by DA, and a somewhat different perspective

on Black Officer selection at the 0-5 level.

Two of the studies had beett conducted by ARI in 1973 and 1979, both of

which were made available during the HBC Presidents' Conference. The former,

entitled "Capability of Small Black Colleges/Universities to Produce Quality

Officers for the Army," compares the performance oE ROTC graduates of HBC's

with that of ROTC graduates from predominantly white colleges and universities

in ROTC Advanced Camp, in Officer Basic School, during initial duty assignments,

and on OER ratings. It found that in categories other than physical fitness

and rifle maz'kmanship, graduates from predominantly white colleges generally

received higher scores.

The latter 1979 study sought to determine if there is a set of reasons,

subject to remediation, for the low promotion selection rate of HBC ROTC

graduates, and to provide additional information on the subject of improving

the success-rate of officers from the HBC's. Its findings on HBC cadet per-

formance at summer camp and at Officer Basic Course (OBC) paralled the findings

of the 1973 study, although improvement was noted in their overall scores

(1978 over 1977). Further, the 1979 study found that no single one or small

set of OER attribute areas accounts for the low promotion selection rate of officers

from HBC's. The study also drew "implications" calling upon the Army to ident-

ify and remediate academic deficiencies, and to provide appropriate materials,

w[11
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equipment and training programs aimed at enhancing cadet social confidence,

leadership abilitie., assertiveness and communicutive skills.

As part of TRADOC's study of quality, (apparently in 1980), ADCSROTC

COL Kelly examined comparative performance of USMA, ROTC, and OCS generated

officers at Engineer, Signal, Infantry, Armor, and Air Defense Basic Courses.

Although seemingly less focused on HBC graduates than the other two studies,

the report indicates iBC academic deficiencies.

Although they address the comparative performance of HBC cadets and grad-

uates, these reports are limited and considerably less comprehe-asive than that

en'isioned by the study group. For example, only one, tile 1979 ARI study,

reflects e'ver marginal input from HBC cadets, and none deals substantially with

the competitiveness of HBC graduates at the 0-3 and 0-4 levelb. Finally, these

reports are unpublished, and their availability, other than as acquired by the

study group, is unclear.

The ROTC Improvement Program and DA initiatives include:

1. Upgrading quality of ROTC staff--elimination of assignment of officers

in the lower third of their year group from assignment to ROTC duty.

2. Improving ROTC Instructional Program--evaluation of current POI; pro-

viding additional instructional resources; proposing one (1) additional staff

member; development of a common curriculum derigned to standardize instruction;

emphasizing hands-on training and communication skills; and en'richment of the

program where required.

3. Making ROTC advertising more responsive to the needs of HBC's--program

implemented in FY 80 to attract quality students attending HBC's to enter ROTC

program.

4. Increased participation of HBC's in four year scholarship progr~m--DCSPER/ I

TRADOC program, approved by DA, oriented on increasing the number of HBC ROTC

12
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recipients of four-year ROTC scholarships. S&cheuled for implementation for

academic year starting in September 1980. This includes revision of criteria

used to determine recipients.

5. Increased opportunity for HBC ROTC students to interact with their

counterparts attending other academic institutions.

j 6. Increased opportunities for HBC ROTC students ;o participate in'cadet

SI• leadership training programs, airborne training, and ranger training.

7. Allocation of fiscal resources ýor conducting seminars at HBC ROTC

units of recent graduates and senior officers to assist in orienting the stu-

dent on what to expect.

8. DA contracted study with the stated purpose "to determine the role of

predominantly black colleges or universities in the production of officers for

the military."

9. Recomended deletion of initial OER's (120 days) as a permanent part of

officer's official records (recently implemented).

10. Review of prc~motion statistical Aata for ROTC staff personnel.

11. Continued dialogue between HBC presidents and DA.

S* The ROTC Improvement Program end other initiatives being undertaken by the

Army are broad and positive in their thrust, although without evidence that those

St initiatives are based upon the kind of investigation and quantified data the

study group had hoped to provide. It is apparent that the Army accepts as

sufficient those indications and perceptions of quality deficiencies thus far

raised. Meanwhile, the study recently contracted should help to document the

dimensions of the problem. It is also understood that ARI has been tasked to

assess the quality of HBC ROTC cadets and graduates on a continuing basis.

The Army also seeks to increase the number of Black RA officers. An anal-

ysis of recent 05 and 04 promotion lists indicated that black and white selection

13
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rates are comparable when separated into RA and other than RA categories.

Specifically, a talking paper prepared for the Assistant Secretary for the

Army (M&RA) revealed that the 1979 AUS LTC board results considered alone, and

the AUS LTC board results from 1977 - 1979 considered together show:

(1) A difference in selection rates between black and white officers in

total.

(2) Black vs white selection rates are comparable when separated into the

RA and OTRA (other than RA) categories.

(3) Major diffcrence exit i. the RA and OTRA selection rates.

(4) The numbers of black WA's and white RA's ii the zone of consideration

are not proportionate.

Analysis of AUS Major's board results from 1977-79 (Incl 3) shows:

(1) No significant difference in selection rates overall.

(2) Unlkke the pattern seen in selection of RA Majorn to AUS LTC, there

were significant differences in selection rates to AUS Major, first time con-

sidered, black and white RA captains.

This analysis also concluded that:

(1) Since selection rates to LTC were comparable by category (RA and OTRA),

source of commission probably was not a factor for the subject year groups.

(Integration factors were probably not operative in colleges in the 1957-60 era.)

(2) There is an institution&. bias that favors RA officers over OTRA offi-

cers; black RA content may not be adequate at various grades.

(3) Potential for corrective action exists in degrees for the short,

middle and long-range--but to determine where and how, key points in the whole

system must be examined and action must be focused in areas where policy impacts

will be effective.

14
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CONCLUSIONS AND RECOMMENDATIONS

The study group considered that despite the lack of a comprehensive data

base, the quality problem as applied to HBC graduates is perceived by the HBC

presidents, DA and subordinate elements conce:ned with accessions to be suffi-

ciently serious to merit the broad remedial initiatives outlined. Although not

satisfied that the present data base adequately reflects all aspects of the

quality issue (e.g., perceptions of HBC graduates themselves about performance

ratings and selection rates), the group supports the implementation of the

initiatives. However, those initiatives, coupled with the award of a DA funded

study on the issue, had the effect of rendering the group study as duplicative,

preempted by actions already taken and actions planned.

Recommendations

* The DA-contracted study (Scarboro) should be closely scrutinized to

determine the thoroughness of the effort and the degree to which it parallels

the AY 80 study effort.

e DA/TRADOC initiatives should be evaluated after a sufficient time inter-

val to determine the impact of these initiatives on the quality of future HBC

ROTC graduates.

w Future effort must be made to determine reasons for the non-retention of

junior black officers whose performance based upon OER's rank them in the upper

third of their year group.

DISTRIBUTION:
-USAWC Library
-Each Study Participant
-HQ TRADOC
Ft Monroe, VA 23651

ATTN: ADCSROTC: COL Kelly
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USAWC CLASS OF '80 BLACK OFFICER STUDY

CHRONOLOGY OF SIGNIFICANT EVENTS

DAIE EVENT REMARKS

OCT 79 STUDY GROUP FORMALLY ORGANIZED 10 MEMBERS,
8 BLK, 2 WHITE

NOV 79 PURPOSE DEVELOPED MODIFIED '79
STUDY GROUP
PURPOSE

NOVIDEC 79 METHODOLOGY FORMALIZED

CONTINUOUS LITERATURE RESEARCH

DEC 79 TRAVEL PLANS FORMALIZED ROTC DET,
MIL INST,
TRADOC

8JAN ARI VISIT ELLIS &
HUBBARD

14 JAN SURVEY INSTRUMENTS DRAFTS
COMPLETED

JAN SURVEY INSTRUMENTS APPROVED
BY USAWC

18 JAN FORSCOM/TRADOC CONTACTED TO LETTER
ARRANGE SURVEY VISITS

FEB SURVEY INSTRUMENTS FWD TO
MILPERCEN FOR APPROVAL

FEB CONFERENCE WITH MILPERCEN ELLIS & JACKSONR
ON SURVEY INSTRUMENTS DR BROCARO

MAR SURVEY INSTRUMENTS REQUIRE DR WHITE
ADD ITIONAL WORK MILPERCEN

....... ... .. .. .... .... 
..



CHRONOLOGY OF SIGNIFICANT EVENTS (CONT)

DATE EVENT REMARKS

5 MAR CONFERENCE WITH MG DILLIARD,
U.S. ARMY, RET.

5-7 MAR ROTC CONFERENCE HELD AT TA DEMY
TUSKEGEE INST HBC PRESIDENTS

TRADOC

13 MAR REVIEW OF HBC CONFERENCE DATA REASSESSMENT
DEC IS ION TO DEFER SCHEDULED
SURVEY TRIPS

28MAR CONFERENCE HELD IN WASH ELLIS, HALL
WITH OASA (M&RA), ODCSPER SAULNIER
AND MILPERCEN

I
*
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1
STUDY AY 60B

METHODOLOGY SCHEME

TEST SAMPE CONTROL SAMPLE

Q Questionnaire (200) ' Questionnaire (200)

U 04's Black 04's White
03's Officers 03's Officers

E

S I _ _ _ _ _ _ _ _ _ _ _ _

Questionnaire (200) Questionnaire (200)

100 Cadets Black-----......... -Cadets White

40-0-0-0-0-0- o-:..20 j I -
0 Questionnaire (21)7 Questionnaire (5)
N

Professors of Military < ------------ Professors of Military
N Science Black Science White

A Eo-o-o-o-o-o-o-o-o-o-o)? Io-o-o-o-o-o-o-o-o-o-

I Questionnaire (200)0 Questionnaire (200)

R Supervisors of ooooooooooooo AWC Students
Black 03's; 04's

E

4o0-0-0-0-0-0-0-0-0o- oo
S

E 200 (04's; 03 200 (04's; 03's)
0 V WhiteE I' ------ )

Ro-o-o-o-o-o-o-0-o-o-0o_ 4-0-0-0-o.o0-0-0-0-0-0-0o0
" ~W

I V I. Professors of Military ScienceN 1

S TE 2. College and Urniversity Administratord

R S - 3. Active Duty Black Officers, 01 through 04, at selected installations 4
KEY:

Based upon 21 test schools

.------ Detailed Inter-Comparative

Eo-o-o-o) Detailed Intra-Comparative

ooooooooo Informal Inter-Comparative

ii1 .. . .. . .. .. . . .. . . : ..
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PROFESSORS OF MILITARY SCIENCE SURVEYC

FOR

STUDY ON BLACK OFFICER ACCESSION AND RETENTION

US ARMY WAR COLLEGE MILITARY STUDIES PROGRAM

CLASS OF 1980

SECTION 1: PERSONAL DATA

Please fill in the following blanks:

1. NAM1E OF INSTITUTION/LOCATION:____ ________________

2. TOTAL YEARS IN MILITARY SERVICE:__ _________________

3. LENGTH OF TIME AS PMS (months): __________________

4. PRIH1ARY SPECIALTY:_______________ __________

5. ALTERN~ATE SPECIALTY: _______________________

Circle the number(s) which corresponds to the answer(s) for each question below.

Some questions may require filling in blanks.

6. What is the highest level of education you have completed?

1. Bachelor Degree

2. Master's Degree

3. Doctorate

4. Professional Degree

a ~~5. Other (explain) ___________________

7. If you have a graduate degree or are currently working toward a graduate degree,select (one or more) of the following as appropriate.

I. Obtained Master's Degree prior to this assignment.

2. Obtained Doctorate prior to this assignment.

3. Obtained Master's while assigned to this institution.

4. Obtained Doctorate while assigned to this institution.



5. Currently working toward a Graduate degree.

6. Other (explain)

7. None of the Above,.

8. Military education. (Circle all that you have completed)

1. Officer Advanced Course.

2. CGSC or equivalent.

3. USAWC or equivalent.

4. Foreign college or service school (specify)

9. Indicate your comnmand experience. (circle all applicable)

1. Battalion.

2. Brigade.

3. Other ("plain)

SECTION II: OVERALL INFORMATION ON ROTC STAFF/PROGRAM

This section requires you provide the most accurate and up-to-date information
ycou have available. Please feel free to use records anA reports available from
yiur ROTC office or those of your school administratior

10. Indicate the size of your ROTC staff.

Number of people --

11. Indicate the number of officers on your ROTC staff in the following ranks:

1. 03

2. 04

3. 05

4. 06

12. Indicate the number of enlisted personnel on your ROTC staff in the following
ranks:

I. E-5

2. E-6

3. E-7 ,._ _

4. E-8

5. E-9

2

• , -. h v, , .



13. Indicate the number of civilians on your ROTC staff in the following grades:

1. GS-3

2. GS-5

3. GS-7 _-

4. GS-9 -

5. Other Number
(List all grades, separate with commas) (Show number for each grade

respectively, separated by
commas)

14. Indicate the number of cadre on your ROTC staff with graduate degree(s).

Number of cadre

15. Indicate the number of cadre on your ROTC staff currently enrolled in a
graduate degree program(s).

Number of cadre

16. Indicate the number of white instructors on your ROTC staff.

Number of white instructors

17. Indicate the number of black instructors on your ROTC staff.

Number of black instructors

18. Indicate the current enrollment of MS I cadets in your program.

Number of MS I cadets

19. Indicate the current enrollmunt of MS II cadets in your prcgram.

Number of MS II cadets

20. Indicate the currenL enrollment of MS III cadets in your program.

Number of MS III cadets

21. Indicate the curr-ent enrollment of MS IV cadets in your program.

S* Number of MS IV cadets

22. Indicate the average entrance ACT/SAT score fox your institution.

Average score ACT

Average score SAT

'1
3
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23. Indicate the average ACT/SAT score for your ROTC cadets.

Average score ACT

Average score SAT

24. Indicate the average grade point average (GPA) for SY 1979 for graduates

from your institution.

Average GPA - * out of . -

(e.g. average CPA 2.7 out of 3.0 or 3.7 out of 4.0)

25. Indicate the average GPA for ROTC graduates from your institution for SY 197q.

Average CPA - . - out of

26. Indicate the percent of students accepted into the ROTC program with ACTtSAT
scores below the institution's average (SY 1979).

Percent of students

27. Indicate the percent of applicants/candidates for the ROTC program (MS I/It)'

rejected because of low ACT/SAT scores (SY 1979).

Percent of applicants - .. %

28. Indicate the percent of candidates for the ROTC Advance Course (MS Ill/IV)
rejected because of low RQ scores.

Percent of candidates %

29. Indicate the number of candidates for the ROTC Advance Course (MS Ill/IV)
rejected because of low GPA.

Number of candidates

30. To what extent to you feel ACT/SAT scores are predictive of a cadet's
performance in ROTC.

Very
Not at all Moderate~ly Strongly Don't
Related Related Related Know

1 2 3 4 5 6 7 9

31. To what extent is CPA related to a cadet's performance in ROTC.

VeI
Not at all Moderately Stronly Don't
Related Related , Related Know

1 2 3 4 5 6 7 9
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32. Given the choice, indicate the optimum ratio of instructors to cadets in

ROTC:

________instructors for every cadets

33. Rate the importance of attaining the optimal instructor to cadet ratio in
the development of the "whole person" of black ROTC cadets in your program. 9

Not at all Moderately Extremely Don't
Important Important Important Know

1 2 3 4 5 6 7 9

Questions 34-36
Evaluate the importance of the following in the development of black ROTC cadets
at your institution.

34. A staff consisting of both blacks and whites.

Not at all Moderately Extremely 1on't
Important Important Important Know

1 2 3 4 5 6 7 9

35. The amount of time instructor spends pursuing Craduate De~ree.

Not at all loderately Extremely Don't
Important Important Impoirtant Know

S2 3 4 5 6 7 9

36, The amount of time instructors spend on recruiting activities.

Not at all Moderately Extremely Don't
Important Important Important Know

1 2 3 4 5 6 7 9

SECTION III: ADVANCE CAMP AND OER INFORMATION

The results of a Headquarters, TRADOC study indicates that black ROTC cadets from
predominantly black institutions performed poorly relative to other RonC cadets
during ROTC Advanced Camp. Some possible major reasons for the relatively poor
performance of blacks are listed below. Those reasons were derived from a USAWC
survey conducted in 1979. Please indicate your level of agreement or disagree-
ment with each of the reasons below as a factor contributing to the poor perfor-
mance of black cadets from predominately black schools as indicated in the TRADOC
study.

Questions 37-48
Factors which tend to impact directly on performance.

37. Black cadets from black schools are ill prepared at their universities/colleges
for the military requirements of ROTC advanced camp.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7
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38. Black universities/colleges tend to spoon feed the black students.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

39. Black universities/colleges failed to foster a competitive spixit in the
black students.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

40. There are insufficient numbers of quality black students in ROTC programs at
black ,aniversities.

Strongly Slightly Slightly Strongly
Agree Agree Agre.& Neutral Disagree Disagree Disagree

"1 . 3 4 5 6 7

, 41. Black students from black universities are set back by the sudden reversal of
role from racial majority to racial minority which the black cadets experience
at ROTC Advanced Camp.

Strongly Slightly Slightly Strongly
Agree_ .. Are Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

42. The black cadets from the black school lose self-confidence when placed in
the predominavtly white ROTC Advanced Camp environment.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

43. Black cadets from black schools are intimidated by competition with cadets
from "name" schools (e.g., 4MI, VPI, the Citadel).

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

44. ROTC's at predominantly black universities/colleges generally suffer from
the lack of some training facilities and/or equipment as compared to many
#,ther schools.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7
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45. Black cadets from black schools possess poor self-image.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

46. Black cadets from black schools too often set their goals too low at ROTC

Advanced Camp.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

47. ROTC curriculum for black cadets at black schools is too rigid--PMS' don't
have enough flexibility (time a'located by colloge and Army) to prepare
students for Advp'nced Camp.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

48. Fill in other selection:

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

Questions 49-55
The factors in this section are those which tend to impact on judgments and opinions
concerning the performance of black cadets from black schools. You are asked to
evaluate each factor based upon your level of i.greement or disagreement with the
stated factor on the Orating of the performance of black cadets at ROTC Advanced
Camp.

49. Black cadets from black schools are more likely to be subjected to r-: r'
prejudicp and/or discrimination than are other cadets from non-bi.'ck schools,

Strongly Slightly Sliphtsy Strongly
Agree Agree Agree Neutral Dicagree Disagree Disagree

1 2 3 5 6 7

50. Black cadets from black schools must be "Supermen" to get top ratings.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

2 3 4 5 6 7

7
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51. ROTC performance ratings of black cadets are somewhat subjective which
enhances the liklihood of black cadets from black schools receiving
biased evaluations.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

52. Black cadets from black schools receive lower peer ratings compared' to other
cadets.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

53. Too few black officers and NCO's participate in the cadet evaluation process
at Advanced Camp.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

54. Black schools have traditionally been more tolerant of low performance among
students.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

55. Fill in other factor (Optional).-

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

Questions 56-63 Section IV Post-Commissioning Evaluation

The survey also requested PMS provide reasoos for black officers from black
schools generally receiving lower OER's than other ROTC graduates. FMS
responses are listed below. Indicate your level of agreement or disagreement.

56. Black officers from black universities and cclleges are less well prepared
to project a dominant image than other officers are.

Strongly Slightly Slightly Strongly
Agree Agree Agree' Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

57. Black officnrs from black schools are less well prepared to survive the
demands of the Army's behavioral norms compared to other officers,

8 u
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Strongly Slightly Slightly Strongly
Agree Agree Agree Neutra l Disagroe DPisagree Disagree

1 2 3 4 5 6 7

58. Black officers from black schools are less willing to compromise their
principles for the sake of sometiries doing what is considered necessary
to survive in the Army environment than are other officers.

59. OER's are not geared enough to job performance.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

60. PMS must play the numbers game, therefore some marginal cadets will be
commissioned.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

61. The Army hierarchy resists assimilating blacl of icers (from black schools)
who maintain strong black cultural identity.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree 1) isagree Disagree

1 2 3 4 5 6 7

62. The ROTC curriculum is too rigid--PMS cannot teach and train to correct for
weaknesses known to exist.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree

1 2 3 4 5 6 7

63. The black officers from black schools have difficulty adjusting to a
predominantly white environment in the Army.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree D-isagree Disagree

1 2 3 4 5 6 7

SECTION V: INFORMATION ON UNIVERSITY SUPPORT

64. How interested is your institution administration in the ROTC program?

Not at all Moderately Extremely Don't

Interested Interested Interested Know I
1 2 3 4 5 6 7 9

9 I
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65. How important is administration interest to providing a successful.
ROTC program?

Not at all Moderately Extremely Don't
Important Important Important Know

12 3 4 5 6 7 9

66. How adequate is the university/college financial support of the ROTC
program?

Not Moderately Very Don'tI
Adequate Adequate Adequate Know

1 2 3 4 5 6 7 9

67. How important is the university/college financial support to conductina%
a successful ROTC program?

Not at all Moderately Extremely Don't
Important Important Important Know

1 2 3 4 5 6 7 9

68. How important is being able to receive academic credit for ROTC courses to
the success of the ROTC program?

Not at all Moderately Extremely Don't
Important Important Important Know

1 2 3 4 5 6 7 9

69. How adequate are the ROTC facilities at your institution?

Not Moderately Very Don't
Adequate Adequate Adequate Know

1 2 3 4 5 6 7 9

70. How important are early joint training and social contact opportunities
(pricr to ROTC Advanced Camp) between the ROTC detachments at predominantly
black and white institutions on your cadet's development as a "whole person."~

Not at all Moderately Extremely Don't
Important Important Important Know

1 2 3 4 5 6 7 9



71. How important is conduct at your institution of special/r.medial comunication

skill courses (speaking/writing) to the "whole person" development of black

ROTC cadets in black schools?

Not at all Moderately Extremely Don't

important Important Important Know

1 2 3 4 5 6 7 9

SECTION VI INFORMATION ON U.S. ARMY SUPPORT

72. Indicate whether periodic visits (at PMS' request) to your ROTC detachment

by a small panel of successful active duty officers to conduct leadership

seminars enhance the "whole person" development of black ROTC cadets at

black schools.

No Moderate Very Don't

Value Value Valuable 1now

1 2 3 4 5 6 7 9

73. Indizate whether having dedicated ("Hip Pocket") scholarships at your

university would enable you to recruit students with high potential.

No Moderate Very Don't

Value Value Valuable Know

1 2 3 4 5 6 7 9

74. Indicate whether having the cadet commander and staff conduct some official

ROTC department briefings (i.e., I.G., command inspections/visits) has value

in developing the black cadet as a "whole person."

No Moderate Very Don't

Value Value Valuable Know

2 3 4 5 6 7 9

' 75. Indicate the value of establishing a social program in which black cadets

are invited to be the guest at homes/officers' club of active duty officers

in local area.

No Moderate Very Don't

Value Value Valuable Know

2 3 4 5 6 7 9

76. Indicate the relationship of successful performances of black cadets at ROTC

Advanced Camp and their performance at OBC.

Not Moderately Strongly Don't

Related Related Related Know

1 2 3 4 5 6 7 9

jit
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Questions 77-80
Evaluate the importance of the following activities on the development of the
"whole person" of black ROTC cadets.

77. Orientation visits to military installations.

Not at all Moderately Extremely Don't
Important Important Important Know

1 2 3 4 5 6 7 9

78. FTX'3 at military installations.

Not at all Modera:ely Extremely Don't
Important Important Important Know

1 2 3 4 5 6 7 9

79. Advanced orientation training in units of anticipated branches at end of
Advanced Camp.

Not at ail Moderate, Ve\ry Don, t
Important Important Important Know

1 2 3 4 5 6 7 9

80. Participation in Army correspondence courses.

Not at all Moderately Extremely Don't
Important Important Important Know

1 2 3 4 5 6 7 9

SECTION VI: CRITICAL ISSUES/PROBLFMS

81. Record below the most critical issues/problems, in order of importance,
facing your ROTC program: (List up to five) Explain briefly.
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ATTACHED QUESTIONNAIRE IS TO BE ADMINISTERED TO CLASS OF 1980 USAWC STUDENTS

AND SUPERVISORS/COMMANDERS OF BLACK AND WHITE 03-04 OFFICERS OF TilE SAMPLE

POPULATION.
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INDIVIDUAL QUESTIONNAIRE

In the attached questionnaire, you are requested to describe the Captains/

Majors who have recently worked for you. There are six sections within the

questionnaire; each with the same grouping of 24 questions. They are grouped

in this manner to determine if you perceive any significant quality differences

between black and white officers who have worked for you. You are requested to

describe on a scale of 0-6, with 3 being the midpoint, the best and worst black

and white Captains and Majors you have evaluated. In this context, "best" and
"lwozst" are to be your best and your worst as comrnared to the ideal or optimum
officer who would be given top scores of 6. Your "best" Captain or Major may

or may not achieve the optimum (maximum) score. Also, your worst officer maZ

not necessarily be awarded the minimum scores. Perhaps the most difficult

portions for you to complete are those that request evaluations of the "most

typical" officers who worked for you--here again, compared against your personal

standard of what the ideal officer should look like.

Please darken your response with the corresponding item on the attached mark

sense forms.

1IL



1 Approximately how many (total) Captains and Majors worked for you

during the past four years?

0 - 0-5

1 - 6-10

2 - 11-15

3 - 16-20

4 - 21-25

5 - 26-30

6 - 31-35

7 - 36-40

8 - 41-45

9 - 46 or more

2. Approximately what percentage of these Captains and Majors were black?

0 - 0-10%

1 - 11-20%

2 - 21-30%

3 31% or more
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Describe the Best White Captain/Major who worked for you during the past four

years. Please try to bring to mind a specific individual &nd describe him or

her. We emphasize that the ideal has a score of 6.

3. Poor performance 0 1 2 3 4 5 6 Exceptional Potential

4. Poor Speaker 0 1 2 3 4 5 6 Exceptional. Speaker

5. Poor Writer 0 1 2 3 4 5 6 Exceptional Writer

6. Poor Leader 0 1 2 3 4 5 6 Exceptional Leader

7. Poor Physically 0 1 2 3 4 5 6 Exceptional. Physically

8. Poor Military 0 1 2 3 4 5 6 Exceptional. Military
Bearing Bearing

9. Indecisive 0 1 2 3 4 5 6 Decisive

10. Irrational 0 1 2 3 4 5 6 Rational

11. Meek 0 1 2 3 4 5 6 Assertive

12. Poor Administrator 0 1 2 3 4 5 6 Exceptional Administrator

13. Poor at Priority 0 1 2 3 4 5 6 Exceptional. at Priority

Setting Setting

14. Poor Mission 0 1 2 3 4 5 6 Exceptional at Mission

orientation orientation

15. Unethical 0 1 2 3 4 5 6 Highly Ethical.

16. Dishonest 0 1 2 3 4 5 6 Honest

17. Little Potential 0 1 2 3 4 5 6 Exceptional. Potential

18. Low Self-Confidence 0 1 2 3 4 5 6 High Self-Confidence

19. Poor Comprehension 0 1 2 3 4 5 6 Exceptional Comprehension

of Instructions of Instructions

20. Poor Military 0 1 2 3 4 5 6 Extensive Military Knowledge

21. Magna:llyg Adaptable 0 1 2 3 4 5 6 Highly Adaptable

22. Poor Interaction 0 1 2 3 4 5 6 Excep~ional Interaction
with Juniors with Jun.-*orG

T,



23. Poor Interaction 0 1 2 3 4 5 6 Exceptional Interaction
with Peers with PeeLs

24. Poor Interaction 0 1 2 3 4 5 6 Exceptional Interaction
with Seniors with Seniors

25. Highly Irmmoral 0 1 2 3 4 5 6 Highly Moral

26. Lack cf Integrity 0 1 2 3 4 5 6 High Integrity

Describe the Wo.-se White Captain/Major who worked for you during the past four

years. Please try to bring to mind a specific individual and describe him or

her.

27. Poor performance 0 1 2 3 4 5 6 Exceptional Potentiak

28. Poor Speaker 0 1 2 3 4 5 6 Exceptional Speaker

29. Poor Writer 0 1 2 3 4 5 6 Exceptional Writer

30. Poor Leader 0 1 2 3 4 5 6 Exceptional Leader

31. Poor Physically 0 1 2 3 4 5 6 Exceptional Physically

32. Poor Military 0 1 2 3 4 5 6 Exceptional Military
Bearing Bearing

33. Indecisive 0 1 2 3 4 5 6 Decisive

34. Irrational 0 1 2 3 4 5 6 Rational

35. Meek 0 1 2 3 4 5 6 Assertive

36. Poor Administrator 0 1 2 3 4 5 6 Exceptional Administrator

37. Poor at Priority 0 1 2 3 4 5 6 Exceptional at Priority
Setting Setting

38. Poor Mission 0 1 2 3 4 5 6 Exceptional at Mission
Orientation Orientat ioa

39. Unethical 0 1 2 3 4 5 6 Highly Ethical

40. Dishonest 0 1 2 3 4 5 S Honest

41. Little Potential 0 1 2 3 4 5 6 Exceptional Potential

42. Low Self-Confidence 0 1 2 3 4 5 6 High Self-Confidence

43. Poor Comprehension 0 1 2 3 4 5 6 Exccptional Comprehension
of Instructions of Instructions



44. Poor Military 0 1 2 3 4 5 6 Extensive'Military Knowledge
Knowledge

45. Marginally Adaptable 0 1 2 3 4 5 6 Highly Adaptable

46. Poor Interaction 0 1 2 3 4 5 6 Exceptional Interaction
with Juniors Wtrti Juniors

47. Poor Interaction 0 1 2 3 4 5 6 Zxceptional Interaction
with Peers with Peers

48. Poor Interaction 0 1 2 3 4 5 6 Exceptional Interaction
with Seniors with Seniors

49. Highly Itmuloral 0 1 2 3 4 5 6 Highly Moral

50. Lack of Integrity 0 1 2 3 4 5 6 High Integrity

Describe the Most Typical White Captain/Major wlho worked for you during trhe

past four years. Please try to bring to mind a specific individual and

describe him or her.

51. Poor performance 0 1 2 3 4 5 6 Exceptional Potential

52. Poor Speaker 0 1 2 3 4 5 6 Exceptional Speaker

53. Poor Writer 0 1 2 3 4 5 6 Exceptional WriLer

54. Poor Leader 0 1 2 3 4 5 6 Exceptional Leader

55. Poor Physically 0 1 2 3 4 5 6 Exceptional Physically

56. Poor Military 0 1 2 3 4 5 6 Exceptional Military
Bearing Bear ing

57. Indecisive 0 1 2 3 4 5 6 Decisive

58, Irrational 0 1 2 3 4 5 6 Rational

59. Meek 0 1 2 3 4 5 6 Assertive

60. Poor Administrator 0 1 2 3 4 5 6 Exceptional Administrator

61. Poor at Priority 0 1 2 3 4 5 6 Exceptional at Priority
Setting Setting

62. Poor Mission 0 1 2 3 4 5 6 Exceptional at Mission
orientation Orientation

63. Unethical 0 1 2 3 4 5 6 Highly Ethical

1 'I ,*' .



64. Dishonest 0 1 2 3 4 5 6 Uonest

65. Little Potential 0 1 2 3 4 5 6 Exceptional Potential

66. Low Self-Confideace 0 1 2 3 4 5 6 Iigh Sel[-Confidunce

67. Poor Comprehension 0 1 2 3 4 5 6 Exceptional Comprehension f

of Instructions of instructions

68. Poor Military 0 1 2 3 4 5 6 Exceptional Military Knowledge

Knowledge

69. Marginally Adaptable 0 1 2 3 4 5 6 Highly Adaptable

70. Poor Interaction 0 1 2 3 4 5 6 Excerptional Interaction

with Juniors with Juniors

71. Poor Interaction 0 1 2 3 4 5 6 Exceptional Interacti(on

with Peers with Peers

"72. Poor Interaction 0 1 2 3 4 5 6 Exceptional Internetion

with Seniors with Seniors

73. Highly Inunoral 0 1 2 3 4 5 6 Highly Moral

74. Lack of Integrity 0 1 2 3 4 5 6 High Integrity

Doscribe the Best Black Captain/Major who worked for you during the past four

years. Please try to bring to mind a specific individuol and doscribe him ot

her.

75. Poor performance 0 1 2 3 4 5 C Exceptional Potential

76. Poor Speaker O 1 2 3 4 5 6 Enceltional Speaker

77. Poor Writer 0 1 2 3 4 5 6 Exceptional Writer

78. Poor Leader 0 1 2 3 4 5 6 Exceptional Leader

79. Poor Physically 0 1 2 3 4 5 6 Exceptiontl Physiccally

80. Poor Military 0 1 2 3 4 5 6 Exceptional Military

Bearing Bearing

81. Indecisive 0 1 2 3 4 5 6 Decisive

82. Irratione l 0 1 2 3 4 5 6 Aatio.l

:83. K~eek 1 2 3 4 5 6 sotv



84. Poor Administrator 0 1 2 3 4 5 6 Exceptional Administrator

85. Poor at Priority 0 1 2 3 4 5 6 Exceptional at Priority

Setting Setting

86. Poor Mission 0 1 2 3 4 5 6 Exceptional at Mission

Orientation Orientation

87. Unethical 0 1 2 3 4 5 6 Highly Ethical

88. Dishonest 0 1 2 3 4 5 6 Honest

89. Little Potential 0 1 2 3 4 5 6 Exceptional Potential

90. Low Self-Confidence 0 1 2 3 4 5 6 High Self-Confidence

91. Poor Comprehension 0 1 2 3 4 5 6 Exceptional Comprehension
of Instructions of Instructions

92. Poor Military 0 1 2 3 4 5 £ Extensive Military Knowledge
Knowledge

93. Marginally Adaptable 0 1 2 3 4 5 6 Highly Adaptable

94. Poor Interaction 0 1 2 3 4 5 6 Exceptional Interaction
with Juniors with Juniors

95. Poor interaction 0 1 2 3 4 5 6 Exceptional Interaction
with Peers with Peers

96. Poor interaction 0 1 2 3 4 5 6 Exceptional Interaction
with Seniors with Seniors

97. Highly Inmmoral 0 1 2 3 4 5 6 Highly Moral

98. Lack of Integrity 0 1 2 3 4 5 6 High Integrity

Describe the Worst Black Captain/Major who worked for you during the past tour

years. Please try to bring to mind a spe-cific individual ond eescribe him or

her.

99. Poor performance 0 1 7 3 4 5 6 Exceptional Potential

100. Poor Speaker 0 1 2 3 4 5 6 Exceptional Speaker

101. Poor Writer 0 1 2 3 4 5 6 Exceptional Writer

102. Poor Leader 0 1 2 3 4 5 6 Exýceptional Leader

103. Poor Physically 0 1 2 3 4 5 6 Exceptional Physically

A&
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104. Poor Military 0 1 2 3 4 5 6 Exceptional Military Bearing
Bearing

105. Indecisive 0 1 2 3 4 5 6 Decisive

106. Irrational 0 1 2 3 4 5 6 Rational

107. Meek 0 1 2 3 4 5 6 Assertive

108. Poor Administrator 1 1 2 3 4 5 6 Exceptional Administrator

109. Poor at Priority 0 1 2 3 4 5 6 Exceptional at Priority
Setting Setting

110. Poor Mission 0 1 2 3 4 5 6 Exceptional at MHssion
Orientation Orientation

111. Unethical 0 1 2 3 4 5 6 Highly Ethical

112. Dishonest 0 1 2 3 4 5 6 Honest

113. Little Potential 0 1 2 3 A 5 6 Exceptional Potentia!

114. Low Self-Confidence 0 1 2 3 4 5 6 High Self-Confidence

115. Poor Comprehension 0 1 2 3 4 5 6 Exceptional Comprehens ion
of Instructions of Instructions

116. Poor Military 0 1 2 3 4 5 6 E:ntuive Military :<n ,,i,-
Knowledge

117. Marginally Adapt- 0 1 2 3 4 5 6 Highly Adaptable
able

118, Poor Interaction 0 1 2 3 4 5 6 Exceptional Interaction
with Juniors with Juniors

119. Poor Interaction 0 1 2 3 4 5 6 Exceptional Interaction
"with Peers with Pers

120. Poor Interaction 0 1 2 3 4 5 6 Exceptional Interaction
with Seniors with Seniors

121. Highly Lmnoral 0 1 2 3 4 5 6 Highly Moral

122. Lack of Integrity 0 1 2 3 4 5 6 High Integrity

Describe the Most Typical Black Captain/Major who worked for you during the past

four years. Please try to bring to mind a specific individual and describe him

or her.
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123. Poor performance 0 1 2 3 4 5 6 Exceptional Potential

124. Poor Speaker 0 1 2 3 4 5 6 Exceptional Speaker

125. Poor Writer 0 1 2 3 4 5 6 Exceptional Writer

126. Poor Leader 0 1 2 3 4 5 6 Exceptional Leader

127. Poor Physically 0 1 2 3 4 5 6 Exceptional Physically

128. Poor Military 0 1 2 3 4 5 6 Exceptional Military

Bearing Bearing

129. Indecisive G 1 2 3 4 5 6 Decisive

130. Irrational 0 1 2 3 4 5 6 Rational

131. Meek 0 1 2 3 4 5 6 Assertive 4

132. Poor Administrator 0 1 2 3 4 5 6 Exceptional Administrator

133. Poor at Priority 0 1 2 3 4 5 6 Exceptional at Priority
Sett in~g Set tinig

134. Poor Mission 0 1 2 3 4 5 6 Exceptional at Mission

orientati on Orientat ion

135. Unethical 0 1 2 3 4 5 6 Highly Ethical

136. Dishonest 0 1 2 3 4 5 6 Honest

137. Little Potential 0 1 2 3 4 5 6 Exceptional Potentlal

138. Low Self-Confidence 0 1 2 3 4 5 6 'High Self-Confidence

139. Poor Comprehension 0 1 2 3 4 5 6 Exceptional Comprehension

of Instructions of Instructious

140. Poor Military 0 1 2 3 4 5 6 Extensive Military Knowledge
Knowledge

141. Marginally 0 1 2 3 4 5 6 Highly Adaptable
Adaptable

142. Poor interactiona 0 1 2 3 4 5 6 Exceptional Interaction
with Juniors with Juniors4

143. Poor Interactions 0 1 2 3 4 5 6 Exceptional Interaction
with Peers with Peers

144. Poor Interaction 0 1 2 3 4 5 6 Exceptional Interaction
with Seniors with Seniors



145. Highly Immoral 0 1 2 3 4 5 6 Highly Moral

146. Lack of Integrity 0 1 2 3 4 5 6 High Integrity

II
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ATTACHED QUESTIONNAIRE iS TO BE ADMINISTERED TO 03-04 BLACK AND WHITE (CONTROL

SAMPLE) OFFICERS IN THE FIELD.

"77.
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BACKGROUND

I. HONOR GRADUATE:

a. BACHELOR DEGREE LEVEL

YES NO

b. ADVANCED DEGREE LEVEL

YES NO

Ii. DISTINGUISHED MILITARY STUDENT

YES NO

III. DISTINGUISHED MILITARY GRADUATE

YES NO

IV. ROTC SCHOLARSHIP 1 YR 2 YR 3 YR__ 4 YR

V. INDICATE YOUR FIRST FIVE CHOICES OF BL%.NCHES, BRANCH AWARDED, CURRENT

BRANCH.

ARMOR QUARTERMASTER

AIR DEFENSE ARTILLERY ORDNANCE

FIELD ARTILLERY FINANCE

INFANTRY ADJUTANT GENERAL' S CORPS

ENGINEER SIGNAL

MEDICAL SERVICE CORPS MILITARY POLICE

JUDGE ADVOCATE' S GENERAL MILITARY INTELLIGENCE

VETERNARY CORPS MEDICAL CORP

a. FIRST CHOICE

b. SECOND CHOICE

c. THIRD CHOICE

d. FOURTH CHOICE__ _____

e. FIFTH CHOICE

Aao~ - 1- .5%A



f. BRANCH INTO WHICH COMMISSIONED___________

g.CURRENT BRANCH ____ _______________

Questions 1-6 Select one or more as appropriate

Evaluate your membership in those honor societies in whici. you were a member and
give your estimate of the importance of each to your LEADERSHIP DEVELOPMENT. Use
question number 6 to evaluate your membership in a society not given in questio'ns
1 through 5. To complete your response at question number 6 first fill in the
blank with the name of the society and then proceed as you did for questions 1
through 5.4

1. ALPHA KAPPA MU

Not Moderately Very Not aI
Important Important Important Member -

1 2 3 4 5 6 7 9

2. SCABBARD AND BLADE HONOR SOCIETY

Not Moderately Very Not a
Important Important Important Member

1 2 3 4 5 6 7 9

3. ALPHA LAMDA DELTA

Not Moderately Very Not a
Important Important Important Member

1 2 3 4 5 6 7 9

4. KAPPA DELTA PI

Not Moderately Very Not a

Important Important Important Member

1 2 3 4 5 6 7 9

5. ACADEMIC WHO'S WHO

Not Moderately Very Not a
Important Important Important Member

1 2 3 4 5 6 7 9

(FILL IN OTHER SELECTION

Not Moderately Very Not a
Important Important Important Member

1 2 3 4 5 6 7 9



Questions 7-12 Select one or more as appropriate

Evaluate your membership in those honor societies in which you were a member and

give your estimate of the importance of each to your development of PERSONAL

CONFIDENCE. Use question number 12 to evaluate your membership in a society not

given in questions 7 through 11. To complete your response at question number 12

first fill in the blank with the name of the society and then proceed as you did

for questions 7 through 11.

7. ALPHA KAPPA MU

Not Moderately Very Not a

Important Im~portant impo~rt aut Member

*11 2 3 4 5 6 7 9

8. SCABBARD AND BLADE HONOR SOCIETY

Not Moderately Very Not a

*Important Important Important Member

12 3 4 5 6 7

9. ACADEMIC WHO'S WHO

Not Moderately Very Not a

Important Important Importanmt Member

12 3 45 6 7 9

10. KAPPA DELTA PI

Not Moderately Very Not a

Important Important Important Member

1 2 3 4 5 6 7 9

I1. ALIPHA LAMDA DELTA

Not Moderately Very Not a

Important Important Important Member

1 2 3 4 5 6 7 9

12. _ _ _ _ _ _ _ _ _ _ _ _ _ _ _j (FILL IN OTHER SELECTION)

Not Moderately Very Not a

1,mportant Important Important Member

12 3 4 5 6 7 9



Questions 13-18 Select one or more as appropriate

Evaluate your membership in student organization or activities which you joined,
and give your estimate of the importance of each of the activities to your
LEADERSHIP development. Use question number 18 and fill in aa organization or
activity of your choice to evaluate if one of your activities is not listed at
questions 13 through 17.

13. SORORITY

Not Moderately Very Not a
Important Important Important Member

1 2 3 4 5 6 7 9

14. FRATERNITY

iiNot Moderately Very Not a
Important Important Important Member

12 3 4 5 6 7 9

15. SCABBARD AND BLADE

Not Moderately Very Not a

Important Important Important Member

1 2 3 4 5 6 7 9

16. PERSHING RIFLES

Not Moderately Very Not a
Important Important Important Member

.11 2 3 4 5 6 7 9

17. STUDENT COUNCIL

Not Moderately Very Not a
Important Important Important Member

1 2 3 4 5 6 7 9

18. __ _ _ _ _ _ _ _ _ _ _ _ _ _

(FILL IN OTHER SELECTION)

Not Moderately Very NotImportaut Important Important Member

1 2 3 4 5 6 7 9



Questiuns 19-24 Select one or more as appropriate

Evaluate your membership in student organizations or activities which you joined
and give your estimate of the importance of each of the activities to youir develop-
ment of PERSONAL CONFIDENCE. Use question number 24 and fill in an organization
or activity of ýyour choice to evaluate if one of your activities is not listed at
questions 19 through 23.

19. FRATERNITY

Not Moderately Very Not a
Important Important Important Member

1 2 3 4 5 6 7 9

20. SORORITY

Not Moderately Very Not a 4

Important Important Important Member

1 2 3 4 5 6 *7 9

21. PERSHING RIFLES

Not Moderately Very Not a
Important Important Important Member

1 2 3 4 5 6 7 9

22. STUDENT COUNCIL

Not Moderately Very Not a
Important Important Important Member

1 2 3 4 5 6 7 9

23. SCABBARD AND BLADE

Not Moderately Very Not a

Important Important Important Member

1 2 3 4 5 6 7 9

24. __ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

(FILL IN OTHER SELECTION)

Not Moderately Very Not a
I.mportant Important Important Member

1 2 3 4 5 6 7 9



Questions 25-31

Evaluate the cadet positions you held, to give impacts of eachi on your LEADERSHIP
DEVELOPMENT. Use question number 31 to list and evaluate a leadership position
you held not given at questions 25 through 30.

25. PLATOON LEADER

Not Moderately Very Didn't Hold
Important Important Important Position

1 2 3 4 5 6 7 9

26. BATTALION

Not Moderately Very Didn't Hold
Important Important Important Position

1 2 3 4 5 6 7 9

27. SQUAD LEADER

Not Moderately Very Didn't Hold
Important Important Important Position

1 2 3 4 5 6 7 9

28. COMPANY COMMANDER

Not Moderate1l' Very Didn't Hold
Important Important Important Posi~tion

1 2 3 4 5 6 7 9

29. PLATOON SERGEANT

Not Moderately Very Didn't Hold
Important Important Important Position

1 2 3 4 5 6 7 9

30. S-3

Not Moderately Very Didn't Hold

Important Important Important Position

1 2 3 4 5 6 7 9

31. _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

(FILL IN OTHER SELECTION)

Not Moderately Very Didn't Hold
Important Important Important Position

1 2 3 4 5 6 7 9



Questions 32-35

For all those activities in which you participated, rate the importance of the
activity to your LEADERSHIP DEVELOPMENT.

3?. INTRAMURAL SPORT

Not Moderately Very Did Not
Important Important Important Participate

1 2 3 4 5 6 7 9

33. INTERCOLLEGIATE SPORT

Not Moderately Very Did Not
Important Important Important Participate

1 2 3 4 5 6 7 9

34. INTERCOLLEGIATE TEAM CAZTAIN

Not Moderately Very Did N'o:
Important Important lmportant Participate

1 2 3 4 5 6 7 9

35. INTRAMURAL TEAM CAPTAIN

Not Moderately Very Did Not
Important Important Important Participate

1 2 3 4 5 6 7 9

Questions 36-39

For all those activities in which you participated, rate the importance of the
activity to the development of your PERSONAL CONFIDENCE.

36. INTRAMURAL SPORT

Not Moderately Very Did Not
Important Important Important Participate

1 2 3 4 5 6 7 9

37. INTERCOLLEGIATE SPORT

Not Moderately Very Did Not

Important Important Important Participate

I 1 2 3 4 5 6 7 9



38. TEAM CAPTAIN

Not Moderately Very Did Not
Important Important Importaut Participate

1 2 3 4 5 6 7 9

39. INTRAMURAL TEAM CAPTAIN

Not Moderately Very Did Not
Important Important Important Participate

1 2 3 4 5 6 7 9

Questions 40-44

Post Commission Evaluation

40. EVALUATE YOUR SATISFACTION WITH YOUR BRANCH

Very Veryv
Dissatisfied Satisfied

1 2 3 4 5 6 7

41. EVALUATE YOUR BASIC COURSE CLASSROOM BRANCH TECHNICAL INSTRUCTION

Very Very
Easy Difficult

1 2 3 4 5 6 7

42. EVALUATE YOUR BASIC COURSE PRACTICAL OR FIELD BRANCH TECHNICAL INSTRUCTION

Very Very
Easy Difficult

1 2 3 4 5 6 7

43. EVALUATE YOUR BASIC COURSE INSTRUCTION IN ARM!Y SOCIAL CUSTOMS AND TRADITIONS

Ve :y Very
Easy Difficult

1 2 3 4 5 6 7

44. EVALUATE YOUR BASIC COURSE INSTRUCTION IN MAINTENANCE AND SUPPLY

Very Very
Easy Difficult

1 2 3 4 5 6 7 !!
'I..
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Questions 45-51

Evaluate each of the following to give the importance of each [actor to Your
decision to join the advanced ROTC Program. Use question number 51 to list and
evaluate any additional factor you choose to have considered.

45. MONEY: SALARY OTHER THAN SCHOLARSHIPS

Barely Very
Important Important

1 2 3 4 5 6 7

46. ATTRACTIVENESS OF ARMY OFFICER'S CGAiEER

Barely Very
Important Important

1 2 3 4 5 6 7

47. ROTC SCHOLARSHIPS

Bare ly Ve ry
Important Important

1 2 3 4 5 6 7

48. OFFICER CAREER PROVIDED ANOTHER JOB OPTION

Barely Very
Important Important

1 2 3 4 5 6 7

49. THE RACIAL CLIMATE OF TV!L ARMY

Barely Very
Importarnt important

1 2 3 4 5 6 7

50. THE ARMY'S EQUAL OPPORTUNITY ENVIRONMENT

Barely Ve ry
Important Import ant

1 2 3 4 5 6 7

51. OTHER: _ __ __

(Fill in Factor)

Barely Very
Important Impo r t a nLt

1 2 4 5 6 7

-. ,.,. pg.*~~** .,~..m.. ;i~.i ~ klja~'



". .. ..

questions 52--59 Select one or more

Select and rate the principal people influences on your decision to join ROTC.
Use question number 59 to list and evaluate any other influence you choose to
have considered in addition to those listed from 52 through 58.

A 52. FAMILY

Barely Very
Important Important

I 1 2 3 4 5 6 7

53. PROFESSOR OF MILITARN SCIENCE

Bare ly Very
Important Impo r tan t

1 2 3 4 5 6 7

354. ROTC INSTRUCTORS

Barely Very
Important Important

1 2 3 4 5 6'iI

55. NON-COMMISSIONED OFFICER ROTC INSTRUCTORS

Barely Very

Important Impor tant

K12 3 4 5 6 7

56. DESIRE TO BECOME AN OFFICER

Barely Very
Important Important

1 2 3 4 5 6 7

57. COUNSELLORS

Barely Very
Importanc Important

1 2 3 4 5 6 7

"58. FELLOW STUDENTS

Barely V ery
Impo rtant Important

1 2 3 4 5 6 7

'I,,



59. OTHER:
(Fill in Selection)

Barely Very
Important Important

41 2 3 4 5 6 7

Questions 60-65

Evaluate your pre-college environment and experience by ranking the racial mix
associated with the institutions whizh follow. Use line selection as constructed.

60. RACIAL MIX OF YOUR NEIGHBORHOOD FOR THE MAJORITY OF YOUR LIFE

Black Black

1 2 3 4 5 6 7
0% 1-19% 20-39% 40-59% 60-79% 80-99% 100%

61. ELENENTARY SCHOOL STUDENT BODY

Black Black

1 2 3 4 5 6 7
0% 1-19% 20-39% 40-59% 60-79% 80-99% 100%

62. MIDDLE SCHOOL (OR JUNIOR HIGH SCHOOL) STUDENT BODY

Black Black

1 2 3 4 5 6 7
0% 1-19% 20-39% 40-59% 60-79% 80-99% 100%

63. HIGH SCHOOL STUDENT BODY

Black Black

1 2 3 4 5 6 7
0% 1-19% 20-39% 40-59% 60-79% 80-99% 100%

64. RATE YOUR FREQUENCY OF PERSONAL CONTACT WITH WHITES PRIOR TO COLLEGE

No Frequent
Contact Contact

1 2 3 4 5 6 7

65. RATE YOUR FREQUENCY OF PERSONAL CONTACT WITH WHITES WHI11LE ATTENDING COLLEGE

No Frequent
Contact Contact.

1 2 3 4 5 6 7

* .. '.. ... . .. . .. . .. ~ .•- i L . .
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Questions 66-69

For each question, rate the racial mix for the faculty or teacher staff of the

institutution you attended.

66. ELEMENTARY SCHOOL

Black Black

1 2 3 4 5 6 7
0% 1-19% 20-39% 40-59% 60-79% 80-99% 100%

67. MIDDLE SCHOOL (OR JUNIOR HIGH SCHOOL)

Black Black

1 2 3 4 5 6 7
0% 1-19% 20-39% 40-59% 60-79% 80-99% 100% -

68. HIGH SCHOOL

Black Black

1 2 3 4 5 6 7
0% 1-19% 20-39% 40-59% 60-79% 80-99% 100%

69. COLLEGE

Black Black

1 2 3 4 5 6 7
0% 1-19% 20-39% 40-59% 60-79% 80-99% 100%

Questions 70-78

Evaluate environment and experience as indicated.

70. RATE THE FREQUENCY OF YOUR EXPERIENCE WITH WHITE PEERS WHO HAVE NEVER HAD
PRIOR CONTACT WITH BLACKS

Barely Very
Ever Often

1 2 3 4 5 6 7

71. RANK THE QUALITY OF A TYPICAL PREDOMINATELY WHITE HIGH SCHOOL AS YOU
PERCEIVE IT

Very Very I

Low High

1 2 3 4 5 6 7
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72. RATE THE QUALITY OF A TYPICAL PREDOMINATELY I1LACK HIGH SCHOOL AS YOU
PERCEIVE IT

Very Very
Low High

12 3 4 5 6 7/

73. RATE THE VALUE OF AN EDUCATION AT A TYPICAL PREDOMINATELY WHITE HIGH
SCHOOL TO PREPARATION FOR COLLEGE

Little Very
Value Va 1 uab I e

1 2 3 4 5 6

74. RATE THE VALUE OF AN EDUCATION AT A TYPICAL PREDOMINATELY WHITE COLLEGE
TO JOB OPPORTUNITY AFTER GRADUATION

Little Very
Value Vjluabl-..

IL 2 3 4 56 7

75. RATE THE VALUE OF AN EDUCATION AT A TYPICAL PREDOMJNATELY BLACK HIGH
SCHOOL TO PREPARATION FOR COLLEGE

Little Very

Value Valuable

1 2 3 4 5 6 7

76. RATE THE VALUE OF AN EDUCATION AT A TYPICAL PREDOMINATELY BLACK COLLEGE
TO JOB OPPORTUNITY AFTER GRADUATION

Little Very
Value Valuable

1 2 3 4 5 6 7

77. HOW COMPETITIVE DO YOU VIEW THE ENVIRONMENT O0 THE ARIMY?

Barely Vet y
Competitive Competi Live

1 2 3 4 5 6 7

78. HOW WELL ARE YOU BEING PREPARED FOR THE COMPETITION OF AN ARMY CAREER?

I iiWe Il
Prepared P. repa red

1 2 3 4 5 6 7
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Questions 79-80

Evaluate the importance of your ability to express yourself clearly in writing.

79. TO A PROFESSIONAL CAREER

Barely Very
Important Important

1 2 3 4 5 6 7

80. TO A CAREER AS AN ARMY OFFICER

Barely Very
Important Important

1. 2 3 4 5 6 7

Questions 81-82

Evaluate the importance of you.r ability to speak clcearly.

81. TO A PROFESSIONAL CAREER

Barely Very
Important Impor tant

1 2 3 4 5 6 7

*82. TO A CAREER AS AN ARMY OFFICER

Barely Very
Important Important

1 2 3 4 5 6 7

Questions 83-84

Evaluate writing education. Rate the instruction in writing which you have

received in your undergraduate education departments.

83. OTHER THAN ROTC

Low High
Quality Quality

1 2 3 4 5 6 7

84. EVALUATE WRITING EDUCATION GIVEN IN ROTC

Low High
Quality Quality

1 2 3 4 56 7



Questions 85-86

Evaluate amount of writing instruction as provided by:

85. UNDERGRADUATE DEPARTMENT OTHER THAN ROTC

Decrease Increase
Greatly Greatly

1 2 3 4 5 6 7

86. ROTC DEPARTMENT

Decrease Increase
Greatly Greatly

1. 23 45 6 7

Questions 87-88

Evaluate speaking education. Rate the instruction 4tn speaking which you have
received in your undergraduate education in departments*:

* 87. OTHER THAN ROTC

Low High
Quality Quality

1 2 3 4 5 6 7

88. EVALUATE SPEAKING EDUCATION GIVEN IN ROTC

Low High

Quality Quality
1 2 3 4 5 6 7

Questions 89-90

Evaluate amount of speaking instruction as provided by:

89. UNDERGRADUATE DEPARTMENTS OTHER THAN ROTC

Decrease Increase
Greatly Greatly

1 2 3 4 5 6 7

90. ROTC DEPARTMENT

Decrease Increase
Greatly Greatly

12 3 4 5 6 7
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Questions 91-93

Evaluate your educational experience prior to college.

91. ELEMENTARY SCHOOL EDUCATION

Barely Very
Adequate Adequate

1 2 3 4 5 6 7

92. JUNIOR HIGH SCHOOL OR M-DDLE SCHOOL

Barely Very
Adequate Adequate

1 2 3 4 5 6 7

93. SENIOR HIGH SCHOOL

Barely Very
Adequate Adeqat

1 2 3 4 5 6

Questions 94-96

Evaluate your preparation for college level education during pre-college
education at the levels indicated.

94. JUNIOR HIGH SCHOOL OR MIDDLE SCHOOL

Very Very

Poor Good

1 2 3 4 5 6 7

95. SENIOR HIGH SCHOOL

Very Very
Poor Good

1 2 3 4 5 6 7

Questions 96-100

Evaluate factors listed below as to importance to making it difficult for you
to complete your branch basic course.



96. •AP READING INSTRUCTION

Not Moderately Very
Important Important Important

1 2 3 4 5 6 7

97. SHOCK OF NEW' ENVIRONMENT

SNot Moderately Very
Important Important ImportaOt

1 2 3 4 5 7

98. IMPACT OF COMPETITION

Not Moderately Very
Important Important Important:

1 2 3 4 5 6 7

99. FAMILY PROBLEMS

Not Moderately Very
Impcrtant Important Important

3 4 5 6 7

100. UNFAVORABLE BRANCH SELECTION

Not Moderately Very
Important Important ImporLant

1 2 3 4 j 6 7

Questions 101-109

Evaluate your satisfaction with Armly assignments and career development. (Consider
your entire Army career.)

1.01. EVALUATE YOUR CAREER SATISFACTION DUE TO WORKING WITH PEOPLE

Very Moderately Very
Dissatisfactory Satisfactory Satisfactory

1 2 3 4 5 6 7

102. EVALUATE JOB SATISFACTION

"Very Moderately Very
Dissatisfactory Satisfactory F tisfactory

1 2 3 4 6



1.03. EVALUATE SATISFACTION WITH OFFICERS YOU HAD AS IMMEDIATE SUPERVISORS

Very Moderately Very
Dissatisfactory Satisfactory Satisfactory

1 2 3 4 5 6 7

104. EVALUATE SATISFACTION WITH THE CURRENT GEUGRAPHICAL LOCATION OF YOUR
ASSIGNMENT

Very Moderately Very
Dissatisfactory Satisfactory Satisfactory

1 2 3 4 5 67

105. EVALUATE SATISFACTION WITH FREQUENCY OF MOVES AND REASSIGNMENTS

Very Moderately Very
Dissatisfactory Satisfactory Satisfactory

1 2 3 4 5 6 7

106. EVALUATE SATISFACTION WITH YOUR MILITARY EDUCATION

Very Moderately Very
Dissatis.fied Satisfied Satisfied

1 2 3 4 5 6 7

107. EVALUATE SATISFACTION WITH TRAVEL EXPERIENCE INCIDENT TO YOUR ARMY
PROFESS ION

Very Moderately Very
Dissatisfactory Satisfactory Satisfactory

1 2 .3 4 5 6 7

108. EVALUATE SATISFACTION WITH MEETING NEW PEOPLE

Very Moderately Very
Dissatisfied Satisfied Satisfied

1 2 3 4 5 6 7

109. EVALUATE YOUR SATISFACTION WITH SERVICE "POLITICS"

Very Moderately Very

Dissatisfied Satisfied SatisfiedI

1 2 3 4 5 6 7

110. EVALUATE SATISFACTION WITH MILITARY RELATED BENEFITS

Very Moderately Very
Dissatisfactory Satisfactory Satisfaictory

12 3 4 56 7



111. EVALUATE SATISFACTION WITH PERSONNEL SHORTAGES

Very Moderately Very
Dissatisfactory Satisfactory Satisfactory

1 2 3 4 5 6 7

112. EVALUATE SATISFACTION WITH PERSONNEL TURBULENCE

Very Moderately Very
Dissatisfactory Satisfactory Satisfactory

1 2 3 4 5 b 7

113. EVALUATE SATISFACTION WITH MISSION MANAGEMENT AND EXECUTION

Very Moderately Very
Dissatisfactory Satisfactory Satisfactory

1 2 3 4 5 6 7

Questions 114-117

Evaluate your career intentions.

114. I PLAN TO LEAVE THE SERVICE BEFORE TWENTY YEARS

Definitely Not Definitely
Not Sure Yes

1 2 3 4 5 6 7

115. I PLAN TO STAY IN THE SERVICE BEYOND TWENTY YEARS

Definitely Not Definitely
Not Sure Yes

1 2 3 4 5 6 7

116. I PLAN TO LEAVE THE SERVICE AT TWENTY YEARS

Definitely Not Definitely
Not Sure Yes

1 2 3 4 5 6 7

117. I PLAN TO EXTELD MY CAREER TO THIRTY YEARS IF ALLOWED

Definitely Not DefinLtely
Not Sure Yes

1 2 3 4 5 6 7

-'.



5-6. (Blacken corresponding number in response positions 5--6; i.e.,
(Cont'd)Alaska =11, therefore blacken I in response position 1 and 1 in

response position 2.)

7-8. State you attended Jr. High or Middle School (if more than oae
consider the one in which you spent the most time):

(Follow directions for 5-6 but blacken response in response positions
7-8. If you attended a combined Jr. High/High School, blacken the 10
in both response positions.)

9-10. State you attended High School (if more than one, consider one in
which you spent the most time):

(Follow directions for 5-6 but blacken response in response positions

9-10. If you attended a combined Jr. High/High School blacken the 10

in both response positions.)

11-12. State you attended your combined Jr. High/High School (if more than
one consider the one in which you spent the most Lime):

(T17 ,,-U did not attend a combined Jr. High/High School blacken the

10 in both response positions.)

13. Prior Military Servi.ce: Yes =I No =2

(Blacken corresponding number in response position 13.)

14-15. Highest Rank Held (if Yes for response 13):

E-1 =11 E-6 =16 02 =22 07 =27
E-2 = 12 E-7 =17 03 =23 08 =28
E-3 =13 E-8= 18 04 =24 09 =29
E-4 =14 E-9 =19 05 -25 010=-31
E-5 -15 01 =21 06 =26

(Blacken corresponding number in response positions 14-15; i.e.,
E-1 = 11, therefore blacken 1 in response position 14 and 1 in
response position 1.5.)

COLLEGE MAJOR

(Print major on back of Mark Sense form in space provided for Major.)

COLLEGE MINOR (If none so state: None)

(Print minor on back of Mark Sense form in space provided for Minor.)

COLLEGE CUMUILATIVE GRADE POINT AVERAGE

(Print College Cumulative Grade Point Average on back of Mark Sense

form in space provided for College Cumulative Grade Point Average.)



1-2. Current Cadet Ran'k:

Squad leader 11 Second Lieutenant =17

Platoon leader =12 First Lieutenant 18
Master Sergeant - 13 Captain = 19
First Sergeant = 14 Major =20
Sergeant Major -15 Lieutenant Colonel =21
Command Sergeant Major =16 Colonel =22

(Blacken corresponding number in response positions 1-2; i.e.) Squad
leader - 11, therefore blacken 1 in response position 1 and 1. in

3-.Highest Cadet Rank Held:

(Follow directions for 1-2 but blacken response in response positions 3-4.)

5-6. State in which you attended Elementary School (if you went to more thar,I one school consider one in which you spent most time):

Alaska =11 Nevada =41
Alabama -12 New Hampshire -42
Arizona 13 N'ew Jersey = 43
Arkansas -14 New Mexico =44
California =15 New York =45
Colorado -16 North Carolina =46
Connecticut = 17 North Dakota 47
Delaware 18 Ohio =48
Florida 19 Oklahoma -49
Georgia 21 Oregon -51
Hawaii 22 Pennsylvania 52
Idaho 23 Rhode Island 53
Illinois 24 South Carolina =54
Indiana 25 South Dakota =55
Iowa =26 Tennessee -56
Kansas =27 Texas 57
Kentucky -28 Utah 58
Louisiana =29 Vermont 59
Maine =31 Virginia =61
Maryland = 32 Washington =62
Massachusetts =1 33 West Virginia = 63 .

Michigan 34 Wisconsin = 64
Minnesota =35 Wyoming = 65
Mississippi -36 District of Columbia (D.C.) 6'6
Missouri =37 U.S. Territories =67
Montana 38 Foreign (that is other than U.S. or
Nebraska =39 its territories) =68



*Mark your answers with a #2 PENCIL ONLY on the accompanying red and white

* answer sheet.

Put your answer for each question in the block(s) on the answer sheet

whose number corresponds to that of the question. DO NOT WRITE ANYWHERE

OTHER THAN THE NUMBERED BLOCKS.

Questions 1-6
Rate the Importance of each honor society in which you were a member to your
LEADERSHIP DEVELOPMENT. If appropriate, use question number 6 to evaluate
your membership in an honor society not given in questions I. through 5. To
complete your- resr-nze. at question number 6 first fill in the blank with the
name of the society and then proceed as you did ýor questions 1 through 5.

1. ALPHA KAPPA MU

Not Moderately Very Not A
Important Important Important Member

1 2 3 4 5 6 7 9

2. SCABBARD ANDfl BLADE HONOR SOCIETY

Not Moderately Very Not A

Important Important Important Member

3.ALPHA LAMBDA DELTA 4 5 6 -

Not Moderately Very Not A
*Important Important Important Member

1 2 3 4 5 6 7 9

4. KAPPA DELTA PI

Not Moderately Very Not A

Important Important Important Member

1 2 3 4 5 6 7 9



5. ACADEMIC WHO'S WHO

Not Moderately Very Not A
Important Important Important Member

1 2 3 4 5 6 7 9

6.
(FILL IN OTHER SELECTION)

Not Moderately Very Not A
Important Important Importrtnt Member

1 2 3 4 5 6 7 9

Questions 7-12

Rate the importance of each honor society in which you were a member to your
development of SELF CONFIDENCE. If appropriate, use question number 12 to
evaluate your membership in an honor society niot given in questions 7 through
11. To complete your response at question number 12 first fill in the blank
with the name of the society and then proceed as you did for questions 7
through 11.

7 ALPHA KAPPA MU

Not Moderately Very Not A
Important Important Important Member

1 2 3 4 5 6 7 9

8. SCABBARD AND BLADE HONOR SOCIETY

Not Moderately Very Not A
Important Important Important Member

1 2 3 4 5 6 7 9

9. ACADEMIC WHO'S WHO

Not Moderately Very Not A
Important Important Important Member

1 2 3 4 5 6 7 9

10. KAPPA DELTA PI

Not Moderately Very Not A
Important Important Important Member

1 2 3 4 5 6 7 9



I F,

11. ALPHA LAMBDA DELTA

Not Moderately Very Not A
Important Important Important Member

1 2 3 4 5 6 7

12.
(FILL IN OTHER SELECTION)

Not Moderately Very Not A
Important Important Important Member

1 2 3 4 5 6 7 9

Questions 13-18

Rate the -importance of each of the activities in which you were a member
to your LEADERSHIP development. Use question number 18 and fill in art
organization or activit, of your choice to evaluate if one of your activitiesI is not listed at questions 13 through 17.

13. SOCIAL SORORITY

Not Moderately Very Not A
Important Important Important Member

1 2 3_ 4 5 6 7 9

14. SOCIAL FRATERNITY

Not Moderately Very Not A

Important Imp ortant Important Membe r

1 2 3 4 5 6 7 9

15. SCABBARD AND BLADE

Not Moderately Very Not A

Important Important Important Member

1 2 3 4 5 6 7 9

16. PERSHING RIFLES

Not Moderately Very Not A
Important important Important Member

1 2 3 4 5 6 7 9



17. STUDENT COUNCIL

Not Moderately Very Not A
Important Important Important Member

1 2 3 4 5 6 7 9

(FILL IN OTHER SELECTION)

Not Moderately Very Not A
Important Important Important Member

'1 2 3 4 5 6 7 9

Questions 19-24

Rate the importance of each of the activities in which you were a member
to your development of SELF CONFIDENCE. Use question number 24 and fill in
an organizat-ion -r activLty of your choice to evaluate if one of your
activities is not listed at questions 19 through 23.

19. SOCIAL FRATERNITY

Not Moderately Very Not A
Important Important Important Member

_1 2 3 4 5 6 7 9

20. SOCIAL SORORITY

Not Moderately Very Not A

Important Impcrtant Important Member

1 2 3 4 5 6 7 9

21. PERSHINC RIFLES

Not Moderately Very Not A
Important Important Important Member

1 2 3 4 5 76 9

22. STUDENT COUNCIL

Not Moderately Very Not A
Important Important Important Member

1 2 3 4 5 6 7 9
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23. SCABBARD AND BLADE

Not Moderately Very Not A

Importan~t Important Important Member

1 2 3 4 5 6 7 9

24. _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

(FILL IN OTHER SELECTION)

Not Moderately Very Not A
Important Important Important Member

1 2 3 4 5 6 7 9

J
Questions 25-31

Rate the importance of each on your LEADERSHIP DEVELOPMENT. Use question
number 31 to list and evaluate a leadership position you held not given at
questions 2.5 through 30.

25. PLATOON LEADER

Not Moderately Very Didn't Hold
Important Important Important Position

1 2 3 4 5 6 7 9

26. BATTALION COMMANDER OR EXECUTIVE OFFICER

Not Moderately Very Didn't Hold
Important Important Important Position

1 2 3 4 5 6 7 9
27. SQUAD LEADER

Not Moderately Very Didn't Hold
Important Important Important Position

1 2 3 4 5 6 7 9

28. COMPANY COMMANDER

Not Moderately Very Didn't Hold
Important Important Important Position

1. 2 3 4 5 6 7 9

.. ....



29. PLATOON SERGEAN'T

Not Moderately Very Didn't Hold
Important Important Important Position

1 2 3 4 5 6 7 9

30. S-3

Not Moderately Very Didn't Hold
Important Important Important Position

1 2 3 4 5 6 7 9

31.
(FILL IN OTHER SELECTION)

Not Moderately Very Didn't Hold
Important Important important Position

1 2 3 4 5_ 7 9

Questions 32-35

For all of the following activities in which you participated, rate the
importance of the activity to your LEADERSHIP DEVELOPMENT.

32. INTRAMURAL TEAM MEMBER

Not Moderately Very Did Not
Important Important Important Participate

1 2 3 4 5 6 7 9

33. INTERCOLLEGIATE SPORT TEAM MEMBER

Not Moderately Very Did Not
Important Important Important Participate

1 2 3 4 5 6 7 9

34. INTERCOLLEGIATE TEAM CAPTAIN

Not Moderately Very Did Not
Important Important Important Participate

1 2 3 4 5 6 7 9,

-,'.



35. INTRAMURAL TEAM CAPTAIN

Not Moderately Very Did Not
Important Important Important Participate

1 2 3 4 5 6 7 9

Questions 36-39

For all those activities in which you participated, rate the importance of

the activity to the development of your SELF CONFIDENCE.

36. INTRAMURAL TEAM MEMBER

Not Moderately Very Did Not
Important Important Important Participate

1 2 3 4 5 6 7 9

37. INTERCOLLEGIATE SPORT TEAM MEMBER

Not Moderately Very Did Not
Important Important Important Participate

1 2 3 4 5 6 7 9

38. INTERCOLLEGIATE TEAM CAPTAIN

Not Moderately Very Did Not
Important Important Important Participate

1 2 3 4 5 6 7 9

39. INTRAMURAL TEAM CAPTAIN

Not Moderately Very Did Not
Important Important Important Participate

1 2 3 4 5 6 7 9

Questions 40-44

Rate the importance of each factor listed below to your decision to join the
ROTC Program. Use question number 44 to list and evaluate any additional
factor you considered.

-. i,
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40. ATTRACTIVENESS OF ARMY OFFICER'S CAREER

Not Moderately Very

Important Important Important

1 2 3 4 5 6 7

41. BENEFITS OF ROTC SCHOLARSHIP

Not Moderately Very
Important Important Important

1 2 3 4 5 6 7

42. OFFICER CAREER PROVIDED ANOTHER JOB OPTION

Not Moderately Very
Important Important Important

1 2 3 4 5 6 7

43. MONEY AS AN INC==TIVB (I20CLUDING ROTC PA AND OFFICFR SALARY

Not Moderately Very
Important Important Important

1 2 3 4 5 6 7

44. OTHER:
(FILL IN FACTOR)

Not Moderately Very
Important Important Important

1 2 3 4 5 6 7

Questions 45-51

Rate the importance of each factor listed below to your decision to join the
advanced ROTC Program. Use question number 51 to list and evaluate any addi-
tional factor you considered.

45. MONEY (INCLUDING ROTC PAY AND OFFICER SALARY)

Not Moderately Very
Important Important Important

1 2 3 4 5 6 7

"•"• " - ,"• ~~~~~~~~~~~~~............ ........ ".•m.'."'."........... ..... i,: •••,','•. .,,, . d.'



46. ATTRACTIVENESS OF ARM~Y OFFICER'S CAREER

Not Moderately Very
Important Important Important

1 2 3 4 5 6 7

47. BENEFITS OF ROTC SCHOLARSHIPS

* .Not Moderately Very
Important Important Important

1 2 3 4 5 "1 7

48. OFFICER CAREER PROVIDED ANOTHER JOB OPTION

Not Moderately Very
Important Important Important

1 2 3 4 5 6 7

49. THE ARMY'S EQUAL OP.0PO~j;NITY EY.-*RON~mNT

Not Moderately Very
Important Important Important

1 2 3 4 5 6 7

50. THE RACIAL CLIMATE OF THE ARMY

Not Moderately Very
Important Important Important

1 2 3 4 5 6 7

51. OTHER: _________________

(FILL IN FACTOR)

Not Moderately Very
Important Important Important

1 2 3 4 5 6 7

I Questions 52-59

Rate the importance of the principal people influences on your decision to
join in ROTC. Use question number 59 to list and evaluate any other persons
you considered in addition ti those listed from 52 through 58.



32. FAMILY

Not Moderately Vcry

Important Important Important

1 2 3 4 5 6 7

53. PROFESSOR(S) OF V, ".ITARY SCIENCE

Not Moderately Very
Important Important Important

1 2 3 4 5 6 7

54. ROTC £NSTRUCTOR(S)

Not Moderately Very
Importaiit Important Important

1 2 3 4 5 6 7

5. NON-COMMISSTONFI OFFICER ,OTC \T(SC .. )

Not- Moderately Very
Important Important Importanu

1 2 3 4 5 6 7

56. DESIRE TO BECOME AN OC)FICER

Not Moderately Ver5
In•Jcrtant Important Important

5.2 3 4 5 6 7

5Y. COUNRELORS

Not Moderately Very
Importan Important Important

1 2 3 4 5 6 7

58. FELLOW STUDENT(S)

No c Moderately 1're ry
Impurtant Imprtaiw- Important

2 - 4 5 6 7
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59. OTHER:
(FILL IN SELECTION)

Not Moderately Very
Important Important Important

1 2 3 4 5 6 7

Questions 60-66

Evaluate your pre-college environment and experience by designating the
percentage of blacks associated with the institutions which follow.

60. AVERAGE PERCENTAGE OF BLACKS IN YOUR NEIG11BORhiOOD THAT YOU GREW UP
IN (ONE WHERE YOU SPENT THE MOST TIME).

No All Don't
Blacks Black Know

1 2 3 4 5 6 7 9
0% 1-T9% 20-39% 40-59% 60--79% 80-99% 100%

61. WHAT WAS THE AVERAGE PERCENT OF BLACKS IN YOUR ELEMENTARY SCHOOL STUDENT
BODY (ONE WHERE YOU SPENT MOST TIME)?

No All Don' t
Blacks Black Know

1 2 3 4 5 6 7 9
0% 1-19% 20-39% 40-597% 60--79% 80-99% 100%

62. WHAT WAS THE AVERAGE PERCENT OF BLACKS IN YOUR MIDDLE SCHOOL (OR JUNIOR
HIGH SCHOOL) STUDENT BODY (ONE IN WHICH Y"' SPENT THE MOST TIME)?

No All Did Not Don't
Blacks Black Attend Know

1 2 3 4 5 6 7 8 9
0% 1-19% 20-3.L. 40-59% 60-79% 80-99% 100%.

63. WHAT WAS THE AVER E PERCENT OF BLACKS IN YOUR COMBINED JUNIOR-SENIOR HIGH
SCHOOL (ONE IN WHICH YOU SPENT MOST TIME)?

No All Did Not Don't
Blacks Black Attend Know

S1 2 3 4 5 6 7 8 9
0% 1-19% 20-39% 40-59% 60-79% 80-99% 100%

*'!



64. WHAT WAS THE AVERAGE PERCENT OF BLACKS IN YOUR SENIOY HICGH SCHOOL STUDENT

BODY ',ONE IN WHICH YOU SPENT THE MOST TIME)?

No All Did Not Don't
Blacks Black Attend Know

1 2 3 4 5 6 7 8 9
0% 1-T9% 20-39% 40-59% 60-79% 80-99% 100%7

65. HOW MUCH CONTACT DID YOU HAVE WITH WHITES PRIOR TO COLLEGE?

No Some Frequent Did Not Don't
Contact Contact Contact Attend Know

1 2 3 4 5 6 7 8 9

66. HOW MUCH CONTACT DID YOU HAVE WITH WHITES WHILE ATTENDING COLLEGE?

No Some Frequent Did Not Don't
Contact Contact Contact Attend Know

1 2 3 4 6 7 8

Questions 67-71.

For each question, indicate the percentage of black faculty or teachers nt. each
of the schools listed below.

67. ELEMENTARY SCHOOL (ONE IN IfHICH YOU SPENT MOST TIME)

No All Don'.
Blacks Bla"k Know

1 2 3 4 5 6 7 9
0% 1-197. 20-397. 40-597Z 60-79Y, 80--991, 100Y.

68. COMBINED JUNIOR-SENIOR HIGH (ONE IN WHICH YOU SPENT MOST TIME)

No All Did Not Don't
Blacks Black Attend Know

2 2 3 4 5 6 7 8 9
0% 1-197, 20-39% 40-59-7 60-19'X 80-99X 1.007,-

69. MIDDLE SCHOOL (OR JUNIOR HIGCII SCHOOL) (ONE IN WHICH YOU SPiNT MOST TIME)

No All Dlid Nor Don't
Blacks Plalck At Lend Know

1 2 3 4 5 6 7 8 9
07, 1-197, 20-39Y. 40-597, 60-79/. 80-994 J007,L . !
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70. SENIOR HIGH SCHOOL (ONE IN WHICH YOU SPENT MOST TIME)

No All Did Not Don't
Blacks Black Attend Know

4_SI 2 3 4 5 6 7 9
17 9_

07. 1-19% 20-39% 40-59% 60-79% 80-99% 1007.

71. COLLEGE (ONE IN WHICH YOU SPENT MOST TIME)

lNo All Did Not Don't
Blacks Elack Attend Know

1 2 3 4 6 7 8 9
0% 1-19% 20-39% 40-59% 60-79% 80-99% 100%

Questions 72-78

Evaluate your environment and experience as indicated.

72. HOW MUCH CONTACT HAVE YOU HAD WITH WHITE PEERS WHO SAY THEY HAVE
NEVER HAD PRIOR CONTACT WITH BLACKS?

Not Moderately Very
Ever Frequent FrequenL

1 2 3 4 5 6 7_

73. RATE THE QUALITY AS YOU PERCEIVE iT OF MOST Or: THE PRTEDOMINATELY WHITh'E
HIGH SCHOOLS

Well Slightly Slightly Well
Below Below Below Above Above Above
Average Average Average Average Average Avertoge Average

1 2 3 4 5 6 7

74. RATE THE QUALITY AS YOU PERCEIVE IT OF MOST OF THE PREDOZ4INATELY BVACK
HIGH SCHOOLS

Well Slightly Slightly Well
Below Below Below Above Above Albove
Average Average Average Average Average Average Average

.2. 3 4 5 67

*1,
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75. RATE THE VALUE OF AN EDUCATION AT A PREDOMINATELY WHITE HIGH SCHOOL IN

HELPING TO PREPARE SOMEONE FOR COLLEGE

No Moderately Very Dont' t

Value Valu ,bie Valuable Know

1 2 3 4 5 6 7 9

76. RATE THE VALUE OF AN EDUCATION AT A PREDOMINATELY WHITE COLLEGE IN HELPING
SOMEONE GET A JOB AFTER GRADUATION

No Moderately Very Don't

Value Valuable Valuable Know

1 2 3 4 5 6 7 9

77. RATE THE VALUE OF AN EDUCATION AT A PREDOMINATELY BLACK HICh SCHOOL IN

HELPING TO PREPARE SOMEOI:E FOR COLLEGE

No Moderately Very Don' t

Value Valuable Valuable Know

1 2 3 4 5 6 7 9

78. RATE:THE VALUE OF AN EDUCATION AT A PREDOMINA'TELY BLA.CK COLLEGE IN

HELPING SOMEONE GET A JOB AFTER GRADUATION

No Moderately Very 1)on' L

Value Valuable Valuable Know

1 2 3 4 5_ 79

-QUESTIONS 79-80

79. IN YOUR OPINION, HOW COMPETITIVE IS YOUR ENVIRONMENT WITH TILE ARMY?

Not Moderately Very Don't.

Competitive Competitive Competitive Know

1 2 3 4 5 6 7 9

80. AT THE PRESENT TIME HOW WELL PREPARED DO YOU FEEL YOU ARE FOP AN ARMY CAREER?

Not Moderately Well Don' t

Prepared Prrepared Prepared Know

A1. 2 3 4 5 6 7 9

ILI,



Questions 81-82

Rate the importance of being able to express yourself clearly in writing:

81. TO YOUR PROFESSIONAL CAREER

Not Moderately Very
Important Inmportant Important

1 2 3 4 5 6 7

82. TO YOUR CAREER AS AN ARMY OFFICER

Not Moderately Very
Important Important Important

1 2 3 4 5 6 7

Questions 83-34

Evaluate the importance of being able to speak clearly.

83. TO YOUR PROFESSIONAL CAREER

Not Moderately Very
Important Important Important

1 2 3 4 5 6 7

84. TO YOUR CAREER AS AN ARI'Y OFFICER

Not Moderately Very

Important Inportant Important

1 2 3 4 5 6 7

Questions 85-90

Evaluate your writing education. Rate the instruction in writing which you
have received in your undergraduate education in departments.A

85. IN CLASSES OTHER THAN ROTC 1*

Law Moderate High
Quality Quality Quality

I 2 3 4 5 6 7 fee

--



86. IN ROTC CLASSES

Low Moderate High
Quality Quality Quality

I 2 3 4 5 6 7

87. IN CLASSES OTHER TFAN ROTC

Moderate A
No Amount of Great Deal of

Instruction Instruction Instruction

1 2 3 4 5 A 7

88. IN ROTC CLASSES
Moderate A Great

No Amount of Deal of
Instruction Instruction Instruction

1 2 3 4 5 6 7

What changes would you recommend in the amount of writing instruction provided by:

89. UNDERGRADUATE DEPARTMENTS OTHER TIIAN ROTC

Much Mucil
Less Same Morv

2 2 3 5 6 7

90. ROTC DEPARTMENT

Much Much
Less Same More

1 2 3 4 5 6 7

Questions 91-96

For each of the items below, rate the instruction in speaking which you
have receiVed in your undergraduati education i1n departmeneut:

91. I1N CLASSES UTHER TIAN ROTC

Low Moderate High
Quality Quality Quality

3 4 ! > 6 7
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92. IN ROTC CLASSES

Low Modera te High
Quality Qu lity quali Cy

1 2 3. 4 5 6 7

93. IN CLASSES OTHER 1HAN ROTC
Moderate A Great

No Amount of Deal of
Instruction Instruction Instruction

42 3 4 5 6 7

Moderate A Great
No Amount of Deal of

Instruction Instruction Instruction

1 1_ 2 3 4 5 6 7

What changes would you recommend in the amount of speaking instruction as
provided by:

95. UNDERGRADUATE DEPARTMENTS OTHER ThLAN ROTC

Much Much
Less Same More

_ 2 3 4 5 6 7

1 96. ROIC DEPARTMENT

Much No Much
SLess Change More4 1 2 3 4 5 6 7

Questions 97-102

Fcrr each of the itertis below, rate readiag as received in your. undergraduate
education in departments:97. IN CLASSES OTHER 'THAN ROTC

Low Modweate high
Quality Quality Ouali ty

2 3 4 5 6 7

'I



98. IN ROTC CLASSES

Low Moderate High
Quality Quality Quality

1 2 3 4 5 6 7

99. IN CLASSES OTHER T1AN ROTC
Moderate A Great

No Amount of Deal of
Instruction Instruction Instruction

2 3 4 5 6 7

100. IN ROTC CLASSES
Moderate A Great

No Amount of Deal of
Instruction Instruction Instruction

V1 2 3 4 5 6 7

Indicate changes in amount of reading instruction as provided br:

101. UNDERGRADUATE DEPARTMENTS OTHER THAN ROTC

Much Much
Less Same More

1 2 3 4 5 6 7

102. ROTC DEPARTMENT

Much Much
Less Same More

1 2 3 4 5 6 7

L.
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DEPARTMENT OF THE ARMY
US ARMY WAR COLLEGE

CARLISLE BARRACKS, PENNSYLVANIA 17013

Black Officer Study Group

22 January 190DO

FMSEORANDUM FOR RLCORD

SUBJECT: Conference with Army Research Institute (AdI)

On 18 January 1980, LTCs Claude Ellis and Jerry liubb.-d met with Dr.

Arthur Gilbert, ARI to uiscuss research und*rtaken on quality of ROTC gra.Iduates

from Hfistorically Black 2olleges.

Major findings from this conference are summarized below.

ARI!s research was initiated in 1973 at the request of then 131 oCerj,

Deputy Chief of Staff for ROTC (TRADOC).

-Research consisted of evaluating the ROTC aný active duty performance
of the graduatirc class of 1973. hýesults andi implications arc containep,
a briefin.:: presented by B(<; Wrench whic!. is on hand at th,i 4tud., Urou;,.

- A follow on s...,dy of t;e class of 197', wat discus.ed witi. Dr. olert
however, details are "close hold" exccpt for imiplicationri pre6entk• ill Lett. r
of 29 11ov 1979 from BG French to LTU Yerks (on hand).

-Request was made of )r. Gzilbert to obtain release of pertinent d:At•, in
the 1979 study for use by the USA.,C 80 study group.

- Dr. Gilbert reviewed the U6,iC Black Officer study survey instrum nts

and provided the follcwini: recommendations.

o 03-04 Survey

-Add question to analyze white officers experience with blacks.
Suestionnaire as structured adresses the black officer's experience with

his white counterpart.

-Change Rank to Rate in question stem for clarity.

S-.'dd questions to specifically ascertain reasons for leaving zevice

or what situations could result in decision to resign.

AýA iiý-



*PMS Survey

- (w 25, 25) Change stem to read "What do you think is the relationship...."

for clarity.

o USAWC/Supervisor Survey

-Add means to identity race of person completing questionnaire to facilitate
analysis.

It is the conclusion of the undersigned that the USiWC Black Officer -+" is
not repetitious of ARI reserrch in this area. Their effort has been primarily one
collection o," statistical data from TRAD1C, MILPLRCEN and Universities, collating
same and making subjective "implications" based on criterion measures.

Dr. Gilbert nraised our effort and expressed a dee, interest in assisting in
the analysis of questionnaire/interview results.

77/

CLAUDE ELLIS J ERRiY AZH~UB R
Lieutenant Colonel, ADA Lileut nant Colonel, Ch
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4 RESEARCh QUESTIONS

1. What are the factors influencing retention of ROTC cadets/graduates
S0 from different types of host institutions?

2. How do ROTC graduates (male/fernal) from diffe'ent host institutions
and academic background perform in OBC in the different career branches?

3. What is the quality of ROTC faculty at the different host institutions?

4. What is the performance of cadets at Advanced Camps of different types
of host institutions for male/female?

I
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ANNEX E

TRIP REPORT

Conferences of Presidents/Chancellors oi: Histo~ically
Black Colleges (HBC), 4-6 March 1980, E

A representative of the BOARS study group AY 80 was invited by TRADOC ROTC
desk to attend the 1980 meeting held 4-6 March 1980 at Tuskegee Institute, AL.

Attendees are listed in Inclosure 1, pp. 4-7.

Agenda for session is listed in Inclosure 1, pp. 1-3.

•' I Keynote speaker for the conference was LTC Becton, who addressed quality
problem areas, areas of improvement, and recommendations regarding black

officers. Comments regarding his presentation are summarized below.

a. 6% of officers assigned to the Corps are black.

b. Black enlisted soldier population is higher (31%) and exceeds 50%

in some units.

c. Strengths include physical fitness and motivation to excell.

d. More than 1/3 of assigned black offic_,ra were commissioned through ROTC
programs at HBCs.

e. Based on comments he received from a number of his friends, 60%/ of
which were black, black officers need improved communication skill, they are
more competitive if they come from an integrated school, they are culturally
deprived in terms of manners, suspicious of criticism from white superiors,
and additional measures are required if they are to be successful.

f. After the first 12-18 months all are equally- c mpetitive.

g. Students must understand that they mist comnete with the top of the class

from the military academy and prestigious schools If they are to succeed.

h. ROTC staffs must do more to helr acclimate cadets.

i. Areas of improvements:

(1) Social expectations of Army--]5 officers in Corps are under 15-6
investigation. Half are black. Five are company grade. Set up visits to Army
posts. Teach them how to operate in the "white man's world."

(2) Must be able to read effectively--more emphasis on oral and written
requirements.

(3) Scaff needs to get involved in student social activity as a training
activity. Include requirement to RSVP, etc.

(4) Army black officers should become more concerned with ycung black

officer.

S. ... . .. . ... " ... . ... .'.* 4 i * ' ". $°r



(5) Potential RnTC staff for HBC should be selected only after they

are interviewed to determine if they are suitable for the assignment.

(6) Need tc assign more white cadre to ROTC staff of HBCs.

(7) Need to get rid of initial OER requirement (120 days). Should be
retained as a counseling vehicle, but not submitted as an official part of the
file. Contact has alveady been made with DCSPER regarding the matter.

j. School administrators need to:

(3) Continue support of ROTC program.

(2) Assist in identifying potential ROTC cadets.

(3) Assist in development of remedial comnunication clinics, facilities,
and programs.

Summary of comments and responses to queutions follows.

a. Oral communication requirement might best be expressed as "need to speak
standard Engli3h."

b. Need for us to use phrase other than "white man's world" in discussing
problem or solution.

c. Need to teach student: how to survive in society.

d. Need to sensitize 94% of his corps. Sure that initial contact with
black officer must be an equally traumatic expturience for them.

e. Stujents arriving from integrated high schools emotionally drained and
with less motivation.

f. Drain of quality from HBCs by other colleges. Some cadets are not
recruited to participate in ROTC.

g. Army must continue to work with them once they are on active duty;
colleges cannot do it all.

h. College staff and faculty support of the program is essential to gain
maximum benefit.

Other comments regarding other agenda items:

a. One additional officer has been requested for ROTC staff at HBCs.
Six currently approved and will be distributed to Howard, West Virginia State,
St. Augustine, Southern, Jackson State, and Tuskegee for teat purposes to
improve communicetion skills of cadets.

b. Attampthiig to get one hip-pocket 2-year scholarship for each school.

c. Quality enrichment program--includes 93 dedicated 4-year scholarships
for students who attend HBt;s with allocation to school based on production.

irstdet



d. 21% of ROTC cadets are black.

e. College officials prefer to interview all potential ROTC cadre, not
just PMS. (fund limitation)

f. Equipment resources are being procured to provide a better opportunity
for training.

g. ROTC staff is expected to teach cadet more without an increase in
time available.

h. ARI .study challenged--"based on false premises; therefore, wheie we are
going might not be proper." Concern expressed regarding failure of ARI to get
input from HBCs or share study with RBCs, and TRADOC's failure to obtain HBCs
input in identifying problems or solutions identified in the improvement plan.
See Inclosure 1, p. 8.

i. Personnel statistical data:

Assignment of Officers to HBC

Goal
Grade Upper Middle Lower U M L

05 37 58 5 50 50
04 18 64 18 50 50
03 32 55 14 50 50

Promotion Board Results (% selection)

06 05 04
Army 44.4 70.3 73.7
ROTC 25.0 73.2 89.4
HBC-ROTC 75.0 Non-elig. 75.0

Cadre by Race (%)

Officers Enlisted
B 87 53
W 13 47

Point of contact for ongoing actions (related) in Office of ASAM&RA is

LTC Fred Leigh, Autovon 227-8201.

One copy of the Fact Sheets is included.

/s/ Dudley L. Tademy
IDUDLEY L. TADEMY
Colonel, FA
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4-7 CONFERENCE ATTENDEES

8-15 ROTC PROGRAM HISTORICALLY BLACK COLLEGES

16-19 UPDATED SUMMARY OF EXPA.D THE BASE

20-24 QU~ALITY ENRICHMIENT PROG.0AM

25-28 SELECTION CRITERIA FOR 4-L,•R ROTC SCHOLARSHIP RECIPIENTS

29 ENROLLMT AND MEDIA SUPPORT F•R HISTORICALLY BLACK COLLIGES
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CONFERENCE OF PRESIDENTS/CHANCELLORS

HISTORICALY BLACK COLLEGES

AGENDA (5 MARCH 1980)

0800-0815 WELCOME DR FOSTER

0815-0845 OPENING REMARKS BG FRENCH

0845-0915 THE POSTURE OF ROTC GRADUATES AND LTG BECTON

VII CORPS

0915-0930 BREAK

0930-1000 PRESENTATION OF ROTC PROGRAM MAJ WOOD

IMPROVEMENT PLAN FOR HISTORICALLY

BLACK COLLEGES

1000-1030 GENERAL DISCUSSION ON PROGRAM MAJ WOOD

IMPROVEMENT PLAN

1030-1100 QUALITY ENRICHMENT PROGRAM MRS HOLLIDAY

1100-1130 EXPAND THE BASE MAJ WOOD

1130-1300 LUNCH

1300-1400 HBC ADVERTISING UPDATE BYRON LEWIS

1400-1415 ADVERTISING AND MEDIA SUPPORT LTC TINSLEY
FOR HISTORICALLY BLACK COLLEGES

1415-1430 BREAK

1430-1530 ARMY NATIONAL GUARD MINORITY OFFICER BG TEMPLE

RECRUITING EFFORT

1530-1600 OVERCOMING THE SHORTCOMINGS OF 2 ROTC/REGION
INCOMING FRESHMEN

1600-1700 EXECUTIVE SESSIONS DR FOSTER 4

BG FRENCH



Conference of Presidents/Chancellors
Historically Black Colleges

AGENDA

Time Activity ResponsibilitY

4 March 1980 Arrival Individual

Billets (Holiday
Inn, Tuskegee)

1830-2030 No Host Cocktails/ Tuskegee Institute

Reception (Holiday
Inn - Casual Attire)

5 March 1980 Welcome Dr. Foster

0800-0815 Learning Resource Center/
Auditorium Basil O'Connor
Hall

0815-0845 Opening Remarks TG French

0845-0915 The Posture Of ROTC LTG Becton

Graduates And The VII
Corps

0915-0930 Break Tuskegee Institute

0930-1000 Presentation Of ROTC WAJ Wood

Region HBC Initiatives

100('-1030 Discussion/Semilnar Of MAJ Wood

Region Initiatives

1030-1100 Quality Enricbment Axs. Holliday

Program

1100-1130 Expand The Base MAJ Wood

1130-1 300 Lunch Tuskegee Institute

1300-1400 HBC Advertising Update Byron Lewis
Uniworld

1400-1415 Army Recruiting For LTC Tinsley

Black Officers

2



1415-14D0 Additional Officer COL Baker

Support

1430-1445 Break Tuskesee Intrtitute

1445-1545 Army National Guard BG Temple
Minority Officer
Recruiting Effort

1545-16C0 OvercorinS The Short- 2d ROTC Region
comings Of Incoming
Freshmen

1600-1700 Executive Sessions Dr. Foster
BG French

1715 Bus Departure To Holiday Tuakegef Institute
Inn

6 March 1980
0800-1200 Executive Sessions Dr. Forter

(As Needed) BG French

Departure Tuskegee Institute/
Individual

i
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FACT SHEET

DCSROTC/PST Div
MAJ J. H. WOOD
27 February 1980

PURPOSE

To provide a summary of the ROTC Program Improvement Plan for
Historically Black Colleges

1. BACKGROUND

On 17 July 1979 six Presidents representing the 21 Historically
Black Colleges met in Washington DC with the ASA (1&RA), Senior members
of the Army Staff and the TRADOC DCSROTC. During this meeting
considerable attention was paid to the quality of ROTC Cadets who were
being graduated from those institutions. At that time Army Research
Institute (ARI) was tasked to assess the quality of ROTC cadets/
graduates of HBC on a continuing basis. Simultaneously DCSROTC began
an analysis of the ROTC programs at the HBC's. The ARI interim report
published in October, together with Region plans to combat the
identified and implied weaknesses of the ROTC program formed the basis
for development of the ROTC Program Improvement Plan for Historically
Black Colleges.

2. CONCEPT (Inclosure 1)

This plan will be presented to the HBC Presidents on 5 March 1980
at Tuskegee Institute. The major points of the Plan are as follows:

o The problems identified by ARI are not unique to the HBC's but,
the effects on their graduates appear more pronounced than on the ROTC
graduates of Predominately white Institutions.

o We (Institutions and ROTC) must accept that we share these
cpmmon challenges and therefore must work toward Joint solutions.

o The emphasis should be on changing the program to ensure the
maximum opportunity for our graduates to achieve success in the Officer
Basic Course and early assignments as opposed to focusing directly on
student weaknesses ar'i problems.

o The approach to change involves providing program modifications,
assistance or support at four levels (Inclosures 2, 3, 4 and 5).

-- PMS
-- ROTC Region
-- TRADOC DCSROTC
-- Institutions

; I
8t
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The initiatives listed at Inclosures 1 through 5 are not Intended

to be all inclusive, but rather a starting point to effect needed

change in a significant manner. Additional long term Initiatives must

be Identified and programed into the budgetary cycle.

5 Incl HAMNER
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FACT SHEET

DCSROTC/PST Div
MAJ J.H. WOOD/3827
27 February 1980

PURPOSE

To provide background data and updated summary of the ROTC Expand The
Base Program.

1. BACKGROUND

On 18 Oct 1979 the CSA approved a concept to expand the ROTC
production base and agreed to provide the required resources t,, start
the program. This concept was designed to reduce the vulnerabi1,'.y of
ROTC production to the adverse projections of demographic trends in the
1980's and to increase officer shortfalls that now exist.

2. PROGRAM DESCRIPTION

The five phase plan (Chart 1) envisions opening a series of
extension centers (satellite units with 3 officer instructors and one
NCO) and elevating the most productive ones to Host Detachment status
(5 Offs, 4 NCOs and 1 Civ) when they demonstrate their potential for
increased production.

This program, plus other approved initiatives would increase ROTC
production from the present level of 6300 officers annually to 10,500
by 1985 with most of the new officers going to the Selected Reserves of
the USAR and ARNG.

One of the most important features of this program Its the
assignment of one USAR or ARNG officer to each of the 327 Host
Detachments. These officers will be able to significantly assist the
PMS in his mission of recruiting, training and commissioning officers
for the Reserve Components. In addition, they will be able to
coordinate training and support with local reserve units and to explain
benefits and requirements for service in the Reserves.

Careful selection of new schools will be required to offset the
following predictions for higher education in the 80's:

o A 15% decline in the 17 - 23 year old college population.

o A significant shift of high school students out of the East and
Central States (Chart 2) (Army ROTC is most strongly cohicentrated in
these regions). I

16
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o Shrinking resources for higher education based on rising costs,
dimishing enrollments and inflation.

o Closing of 300 - 500 schools of tVe approximately 2000
accredited undergraduate instittions due to the combined effects of
these predictions.

The first 41 schools have been sele, ted and officers and non-
commissioned officers are now on these campuses organizing their
programs and recruiting prior to the student's summer vacations.

This significant expansion of the Army Senior ROTC program will
allow for the necessary increased ROTC production in spite of the
shrinking and shifting manpower pool of the 80's.

2 lIcl HAMNER
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FACT SHEET

ATRO-OP-CM
DCSROTC
Mrs. Holliday/3071

PURPOSE

To provide information pertaining to the 4--year Army ROTC Scholarship
Quality Enrichment Program (QEr) for the Annual Historically Black
Institutions Conference.

1. The QEP which was approved in August 1979 is designed to provide
increased support to historically black institutions hosting Army ROTC by
increasing the number of 4-year scholarship recipients who choose to attend
the institutions,

2. Details on the QEP have been published in the annual ROTC scholarship
administrative instructions (extract at inclosure 1) and the school year
1981-82 scholarship application packet (page 4 of packet is at inclosure 2).

3. Recruitment of QEP applicants will not be restricted to the historically
black institutions, The QEP is open to all high school students who are
otherwise qualified regardless of where recruited and race/ethnic origin.

* QEP applicants will compete in both the national and QEP scholarship
competitionsj however, if offered the QEP and the QEP is accepted, the
student must enroll at uhe historically black college from which recruited.
If not recruited from a black institution, the student must attend the
historically black institutions listed on his/her application,

4, In March 1980, PMS will receive a listing of black high school students
who took the Preliminary Scholastic Aptitude Test (PSAT), These students
achieved a PSAT score equivalent to 850 or more on the Scholastic Aptitude
Test (SAT), A similar listing has been requested from the American College
Testing Program and additional SAT/PSAT listings will be furnished periodically.
PMS of non-historically black institutions will receive names and addresses
of students residing in their area of recruiting responsibility while PMS of
the 21 historically black institutions will receive the national listing,

5. Ninety-three scholarships will be allocated for the school year 1981-82
QEP, The first QEP scholarships will be awarded in October 1980 and the
remaining SY 81-82 awards will be made in March 1981.

2 Incl
as
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'1EXTRACT'

Section II. QUALITY XNRICUMET F 1M( (QIF)

F-5. General. This section provides cimands and PHS supplemental
guidance for • Implementing the QEP. In addition to the 4-year schol-
arship nationwide com•petition prescribed I& Section I, every effort
will be made to insure full cospli*"• hiapr.y_ program.

7-5. Responsibili ties.

a. Comanders are responsible for regional publicity and pro-
viding assistance to PI1S as appropriate.

b. I'M are responsible for

(1) Coordination viith university/college officials.

(2) Personally contacting (or a desai.tod representative
from his staff) regionally located indivi~ales dge se and ad-
dresses were released from the college board testimS ageacies.

,(3) Forwarding completed applications to RQ T3ADOC.

F-6. Conduct of QEP. Historically black colleges serve as the
major source for minority Army officers who are ceomissioned each
year. The Army has a strong interest in obtaiuing as sany highly
qualified minority officere as possible. One mestu to increase the
number of highly qualified minority officers produced by these
schools is by increasing the overall quality of 'he ROTC Advanced

( Course at these schools. This program is desigsed to attain that
objective by inrreasing the number of 4-year ROTC Scholarship
recipients who cltocse to attend "hese Institutions. The number in

* 2
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Section I. SCREENING AND EVALUATION GUIDE (
F-4. General. The evaluation of applicants for 4-year ROTC schol-
arships is standardized, using the scoring system provided below.
Beginning with this selection cycle, the physical aptitude exam
(PAE) will be administered to all applicants at the time of inter-
view. Details will be furnished separately.

a. Relative weights and percentages.

(1) An 800 WPS point system is vaed in the selection of
candidates for 4-year Army ROTC scholarships.

(2) The following weight values are used:

Points Percentages

SAT/ACT Scores 200 25
High School Standing 200 25
Ektracurricular and Athletic Activitieq 240 30
Interview 80 10
Physical Aptitude Exam 80 10
TOTAL 800 100

*(3) The two reference questionnaires submitted by appli-
cants who are interviewed are not scored objectively, but are used
by the board as additional material for evaluating the applicant.

b. SAT/ACT scores (maximum points, 200 or 25 percent). The
scores earned in the SAT or ACT are used to determine the points
awarded. When more than one set uf scores is available, the highest
single composite score is used. Scores for the verbal and mathe-
matic portions of the SAT are added to arrive at a composite score.
If the ACT is used, the composite score indicated on the ACT Student
Profile Report is used.

c. High Scho6l standing (maximum points, 200 or 25 percent).
A class standing based on six semesters (grades 9-11) or four
semesters (grades 10 and 11) are used for scholarship processing.
If the applicant's high school does not rank students but provides a
quartile, percentile, or similar grouping, this headquarters deter-
mines the minimum and maximum class standing of that group and gives
the applicant the median c.lass standing. If the applicant's high
school does not rank P tudents and will not provide a grouping, a
mean class standing is used.

d. Extracurricular and athletic activities records (maximum
points, 240 or 30 percent).

(1) DD Form 1893 - Part IV (Athletic and Extracurricular
Activities), is completed by each applicant and is used as a basis
for determining the number of points to be awarded in this area.
The maximum 240 points, or 30 percent, is divided as follows: extra-
ctorricular activities - 72 points (9 percent); athletic activities -4

22
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TRADOC Cir 145-5 78 (
determined annually based on the number of officers commissioned the
previous year from historically black colleges. The percentage is
then applied to the 4-year scholarships to be offered that next
selection cycle. The number of scholarships authorized for the SY
81-82 QEP is 87. (NOTE: Nuaber was based on FY 79 since FY 80 data
will not be available until December 1980.)

a. Individuals considered for this program must agree to
enroll at one of the historically black colleges.

b. Since allocation for this program is based on officer pro-
duction, the QEP will ý.(e reviewed annually to insure growth in pro-
duction is accompanied by some incremental increase in the number of
students from historically black institutions who enter ROTC Ad-
vanced Course with SAT of 850 or the equivalent.

c. Upon receipt of names and addresses of high school stu-
dents from the college board testing agencies, the PMS or his repre-
sentative will personally call upon the students and/or the parents
in their regional area to acquaint them with the Army ROTC 4-year
scholarship program, provide the forms necessary for application if
not previously furnished, and assist the studeuts in completing an
application.

d. Applications from students who have agreed to attend a
historically black institution if selected for a scholarship will be'
so identified by placing "QEP" in red below the form number on page
1 of DD 1893 (4-year scholarship application form). Upon receipt of
these applications, HQ TRADOC tll process for competition tu the
QEP and nationwide competition.

e. Applications from students who were contacted through QEP,
but expressed a desire to attend other than a traditionally black
institution will compete in the nationwide competition and QZP.
These students, if not selected for nationwide competition may be
offered a scholarship, if otherwise qualified, under the QEP.

f. Sponsoring P1S of QEP applicants who are selected for
scholarships will be immediately notified of the students selec-
tion. This will permit personal notification to the student and
institutional officials then assume the responsibility to complete
admission arrangements with the student.

g. Students awarded a scholarship under QEP selection who sub-
sequently either notify this headquarters that they do not intend to
enroll or who fail to enroll at a historically black institution
will have the scholarship withdrawn and selection status in national
competition would prevail.

h. Any unused QEP scholarships will revert to nationwide
competition. 4

X
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This yea~r for Oih! first, i-i7ne Army jRUTC; is offerin,, a limited nuabý_r of
stioLirships to youn; z"n and %"~ien i~io diesirte to attend one of the Army IIOT
hosz. institu~ions liated below.:

Albuama i&t14 Lbiv hor-Ah Carolina A&T. Stata- Lniv
~or~nal. ~l~b~iiiaGrecnaboro, Nort~h Crln

Tuskq1-e~e InstitntitL St.. Augustine's College
Tuskeg3e , Albcxn Raleigh, Nort.h Carolinma

Univ of Arki*nsa,ý aL Pine thiuff Gentral St,ýýte i.hivers~t~y
Fine bl~uff, Arkunrs~ WiJlbcrfo~rce, W~io

ilward Un~iversity Sourh C~trulina Suýviie College
Wushington, D.C. Oran4 3ebure, South (Carolinjzi

Florida AOM Liversity Bishop College
lallahassee, Florida b~ishop, Texas

Fort Valley State College Prairie View P&M College
Fort Valley, Georgia iPruirie View, Texas

~outhernI Univ anid A&M College IaponInstituva
B~atoni foupe, LouisiAna 11inpton, Virginia

M~organ State Univ~.rsity Ihorfolk State Univoursity
Baltimore, Marylandj Norfolit, Vi,rginia

Alcorn State University Virginia State University
Lorman, Miss~issippi Putersburg, Virlinia

AJackson W'tote University Wesc, Virginia St.ftc ol1eg

Lincoln Unkivorsity
Jefferson City, Missouri

`ic t~ a~s Qstzablisheq bj ccmpliaý.ct with the~ President of thte United States
M1-1mojrxriLnf of Jz:nuiry 197t9 tasking E%,(eutivc Departati-nts and A6Cn~ies to in-

rjrez,ýzxoess of historically black institutions wo all IkcdraX ogenciez. iTha
QEj'F is dý!signel Lo at~tain that, objf.(ctxive tby inriersing 6he nunber of I4-ytar
ROTC iohol~rship r,ýcipionta vaio choosa Wo ýt~tend one of' thuQ nistorically b2l.oa
iný,U'iýut ions xo~t~in-! Arý,y ROTCY(. 1If you ýsr to conpezta for a C.EP saholzr-
ship, pl.;aso yrinlt 11QZP1) in R1LD below thi! forha nuribcr on page I of the L4-yeir
LL~nol~rship I-pplicotion Form (UL& Formn 1b9). This lnt-4quarters will then dupli-

ycour file L~aii your z~ppjicLA~ion %.ii! ue plaetcw in~ vcxrnpz*ition for botll &htw
national 4.-yair 3cwlirship progrý.ni an~l tM: QEF. You will. be L-tJvisc-d of your

~.~~sin bor, Cofipfr-itioni. It' you arc oflerW i: QEP andurhi arJ&caqpý
* ci~v P~wrd, you :nu;,-t 4.tzrx, on,ý of tCiw Eýuhools listedj uOove. If' you notify this

~1~q~x.~r t~ tYou ju-3ire to 1t~.)Itohr th~oric of' Lh,. ik~y ROC U zi

ib' yo l."'W

--rf.; 24n l vtý i)''WSL b- Q,
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FACT SiHEET

ATRO-OP-CM
DCSROTC
Mrs, Holliday/3071

PURPOSE

To provide information on the revised selection criteria for selection
of 4-year ROTC scholarship recipients for the Annual Historically Black
College Conference.

FACTS

3.. Department of the Army approved revision of the 4-year ROTC scholarship
whole person score (WPS) concurrent with tho implementation of the Quality
Enrichment Program in School Year 81-82. A comparison of the current WPS
with the approved revised WPS is at inclosure 1. The revised WPS introduces
the Physical Aptitude Test (PAE) in the selection process and provides
a corresponding decrease in the value of SAT/ACT and high school standing.
The PAE is identical to that used by the United States Military Academy,
Incorporation of the PAE as a 3election variable permits the Army to evaluate
the student's potential to succeed in the physical aspects of the ROTC program
and subsequent active duty.

2. The PAE is being tested in the school year 1980-81 regular 2-year
scholarship cycle currently in progress, The revised WPS has been published
in the administrative instructions for the school year 1981-82 4-year
scholarship early selection cycle (extract at inclosure 2).

2 Incl 4 Ll
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TRADOC Cit 145-5 76

Section I. SCREENING AND EVALUATION GUIDE (
F-4. General. The evaluation of applicants for 4-year ROTC schol-
arships is standardized, using the scoring system provided below.
Beginning with this selection cycle, the physical aptitude exam
(PAE) will be administered to all applicants at the time of inter-
view. Details will be furnished separately.

a. Relative weights and percentages.

(1) An 800 WPS point system is used in the selection of
candidates for 4-year Army ROTC scholarships.

(2) The following weight values are used:

Points Percentages

SAT/ACT Scores 200 25
High School Standing 200 25
Extracurricular and Athletic Activities 240 30
Interview 80 10
Physical Aptitude Exam 80 10
TOTAL 800 100

*(3) The two reference questionnaires submitted by appli-
cants who are interviewed are not scored objectively, but are used
by the board as additional material for evaluating the applicant.

b. SAT/ACT scores (maximum points, 200 or 25 percent). The
scores earned in the SAT or ACT are used to determine the points
awarded. Wihen more than one set of scores is available, the highest
single composite score is used. Scores for the verbal and mathe-
matic portions of tne SAT are added to arrive at a composite score.
If the ACT is used, the composite score indicated on the ACT Student
Profile Report is used.

c. High SchoQl standing (maximum points, 200 or 25 percent).
A class standing based on six semesters (grades 9-11) or four
semesters (grades 10 and 11) are used for scholarship processing.
If the applicant's high school does not rank students but provides a
quartile, percentile, or similar grouping, this headquarters deter-
mines the minimum and maximum class standing of that group and gives
the applicant the median class standing. If the applicant's high
school does not rank students and will not provide a grouping, a
mean class standing is used.

d. gxtcd,.urricular and athletic activities records (maximum
points, 24&0 or 30 percent).

(1) DD Form 1893 - Part IV (Athletic and Extracurricular
Activities), is completed by each applicant and is used as a basis
for determining the number of points to be awarded in this area. M
The maximum 240 points, or 30 percent, is divided as follows: extra-
curricular activities - 72 points (9 percent); athletic activities -

27



( 12 points (9 percent); and leadership positions - 96 points (12 per-
cent). In scoring each type activity, points achieved for different
activities are not cumulative. Only the top tingle score is used in
each area.

(2) Points in this category are avwrded to applicants who
worked after school and were limited in the participation of oxtra-
curricular and athletic activities. A point system is used for
equating a student's afterachool work with extracurricular and
athletic activities aand leadership positions held when afterochool
work limited his/her participation in such activities.

e. Interview board scores (maximum points, 80 or 10 per-
cent). In accordance with section III of this appendix, competitive
applicants are interviewed to determine their qualifications for im
ROTC scholarship. Detailed instructions for interviews will be fur-
nished to P14S, ROTC regions, oversea commands, and embassies pti'a
by 15 August 1980.

f. Physical Aptitude Exam scores (maximum points, 80 or 10
percent). Detailed instructions for administering the PAB will be
furnished prior to 15 August 1980,

28

,, i,"



"[ FACT SHEET

ODCSROTC/AM Div
LTC Tinsley/3077
28 February 1980

PURPOSE.

To provide information on Army ROTC enrollment and media support for
Historically Black Colleges and Universities (HBC).

FACTS.

1. On 1 August 1979 an Advertising and Enrollment Plan was approved
and ordered into effect by the DCSROTC.

2. Actions taken by Army ROTC to support this enrollment support
plan were:

a. Aggressive recruiting, on and off campus.

b. Radio and TV scripts to be used by the 21 HEC presidents
and/or other centers of influence.

c. Editorial placements in black newspapers in major cities.

d. A puiblicity kit tailored to the 21 HBC.

e. A 60.-second TV newsfilm on ROTC at Tuskegee Institute.

f. A feature story entitled, "Army ROTC Enrollment Up at Black
Colleges", provided daily and weekly newspapers.

g. An active exhibit schedule at major conventions: NAACP,
Urban League, National Association for Higher Education, etc.

h. Obtained the names uf highly successful graduates of the HBC
for interviews, articles and stories.

i. Provided each PMS with film "You and Army ROTC" highlight.ng
successful black graduates of Army ROTC programs.

j. Regional placement of Sourcebook insert in a major sports
program.

3. Army ROTC will continue to refine its efforts in each of the above
listed areas. *1

NAI• I
29

.........



,..

FACT SHEET

ODCSROTC/AM Div
LTC Tinsley/3077
27 February i080

PURPOSE.

To provide status of Historically Black College (HBC) Advertising and
Enrollment Plan.

FACTS.

I. HBC FUNDING: Total, $377,000.

2. HBC OBJECTIVES:

a. Increase minority participation in ROTC at the 21 historically
black colleges.

b. Increase the level of awareness of ROTC among blach high school
juniors, seniors and college freshmen and sophomores.

c. Improve the image of Army ROTC in the black community.

* d. Generate increased numbers of quality black prospect leads.

3. BACKGROUND-

u. On 17 January 1979, President Carter sent a memorandum to the
heads of federal agencies asking that they identify areas in which
greater HBC participation could be achieved.

b. On 22 and 23 May 1)79, ASA(M&RA), the DCSPER, other key ROTC
managers and six HBC presidi-ots met at the Pentagon to discuss areas
of possible assistance. The DCSROTC agreed, to develop an advertising
plan to make '?,OTC more responsive to the needs of the black colleges
and black comisunities.

c. The plan was approvLd by the DCSPER on 17 July 1979 and funded
at a level of $377,000. On i August 1979, the DCSROTC ordered the plan
executed.

30
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4. STATUS OF PROJECTS:

a. Completed:

(1) Regional paid radio spots.

(2) Public service radio spots for HBC presidents.

(3) Public service TV spots for HBC presidents.

(4) Reproductions of paid radio spots for on-campus use.

(5) College newspapar ads.

(6) Regional black newspaper ads.

(7) Sourcebook with HBC insert,

(8) Publicity kit.

(5) TV news film (T:skegee).

(10) Public relations/media contacts (national).

b. Incomplete projects -- status and synopsis:

(I) Minority Poster -- A poster with reply card depicting a
successful HBC graduate and a motivational message. Completion date:
July 1980.

(2) Outlook Radio Spots -- 90-second radio spots featuring
prominent personalities and ROTC message. Completion date: August 1980.

(3) Minority Brochure -- A minority RPI featuring highly
successful blacks in the Army, civilian industry and government.
Completion date: August 1930,

(4) Direct Mail -- A maiiing to black prospects and influencers
highlighting Army ROTC, Completion date: July 1980.

4"
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FACT SHEET

27 February 1980

PURPOSE

To provide information concerning the manpower assigned to Historically Black
Colleges/Universities (HBC/U).

FACTS

1. Each year HQ TRADOC conducts a desk audit based on input from individual
detachments that measures and quantifies workload requirem'ents for officers,
enlisted and civilians needed to accomplish the SROTC unit program mission.
The results of the FY 81 desk audit for the 21 HBC/U's is as follows:

School Off Enl Civ Tot

1. Howard Univ 5 3 1 9

2. FlorAida A&M Univ 5 3 1 9

3. Ft Valley St Col 8 6 1 15

4. Morgan St Univ 5 3 2 10

5. N.C. A&T St Unlv f. 5 1 12

6. St. Augustine's Univ 5 5 - 10

7. S.C. St Col 12 9 2 23

8. Hampton Institute 5 2 2 9

9. VA State Univ 6 5 2 13

10. Norfolk St Univ 7 4 3 14

11. WUVA. St Col 5 2 2 9

12. Lincoln Univ 5 4 1 10

13, Central ,'t Univ 5 3 2 10

14. Alabama A&M Univ 8 6 1 15

15. Tuskegee Institute 6 5 1 12

"16. Univ of Ark-Pine Bluff 9 5 2 16

2-Pine 4luff



ATRO-RM

School Off Enl Civ Tot

17. Southern Univ A&M Col 7 4 1 12

18. Alcorn St Univ 8 6 3. 15

19. Jackson St Univ 8 8 1 17

20. Bishop Col 7 5 1 13

21. Prairie View AM Col 14 9 3 26

2. The SROTC program is currently staffed at 96.6% of recognized requirements
for officers. Enlisted and civilians are both staffed at 100% of recognized
requirements. The SROTC program enjoys the highest priority of support within
the Training and Doctrine Command (TRADOC) for available manpower resources.

3. To further aid in minority precommissioning training, TRADOC is programing
for one additional officer (over and above the level authorized by the current
staffing guide) for ROTC detachments hosted by the 21 historically black
colleges for FY 82. These additional authorizations will improve training and
enhance cadet skills favorably impacting on the career potential of these
cadets. Recently HQDA informed TRADOC they will provide 6 of the 21 officers
on a test basis for school years 80-83. The additional fifteen officer spaces
will receive high priority in HQDA's prioritization of program and budget
development for FY 82.

4. As far as policy regarding the assignment of officers to the ROTC program,
HODA Deputy Chief of Staff for Personnel (DCSPER) has directed HODA Military
Personnel Center (MILPERCEN) to concentrate on the manner of performance of
those officers assigned to ROTC duty. To further insure that ROTC is getting
ontly the best, each officer selected for ROTC duty must now receive approval by
the division chief at MILPERCEN who is a full colonel.

,I,,
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FACT SHEET

27 February 198G

PLIUR POSE

To provide information concerning enrollment and officer production at
Historically Black Colleges/Universities.

FACTS

1. The opening enrollment for SY 79-80 and FY 79 officer production for the
21 Historically Black Colleges/Universities is as follows:

Officer

Production
School MS I II III IV Tot FY 79

1. Howard Univ 64 (30) 27 (10) 31 (9) 24 (2) 146 (51) 30 (7)

2. Florida MM Univ 45 (18) 8 (-) 48 (10) 50 (11) 151 (39) 30 (5)

3. Fort Valley St Col 223 (125) 44 (16) 24 (6) 30 (5) 321 (152) 24 (3)

4. Morgan St Univ 72 (34) 35 (14), 13 (5) 23 (6) 143 (59) 16 (3)

5. N.C. A&T St Univ 115 (31) 51 (11) 63 (12) 60 (11) 289 (65) 42 (5)

6. St. Augustine's U 120 (52) 57 (30) 36 (16) 38 (19) 251 (117) 27 (8)

7. S.C. St Col 462 (225) 165 (59) 88 (27) 84 (14) 799 (325) 41 (3)

8. Hampton Institute 127 (53) 32 (9) 43 (12) 33 (7) 235 (81) 28 (4)

9. VA. St Univ 182 (68) 126 (41) 107 (28) 55 (11) 470 (148) 49 (8)

10. Norfolk St Univ 269 (136) 106 141) 48 (20) 60 (19) 483 (216) 19 (2)

11. W.VA. St Col 37 (11) 15 (5) 17 (5) 24 (4) 93 (25) 19 (4)

12. Lincoln Univ 208 (31) 30 (4) 22 (7) 21 (4) 281 (46) 13 (-)

13. Central St Univ 131 (44) 33 (11) 23 (12) 15 (3) 202 (70) 18 (3)

14. Alabama AMM Univ 268 (25) 31 (4) 53 (9) 6? (14) 414 (52) 41 (8)

15. Tuskegee Inst 127 (68) 68 (28) 35 (11) 32 (10) 262 (117) 21 (9)

16. Univ of Ark-Pine
Bluff 321 (49) 70 (13) 31 (5) 24 (5) 446 (72) 19 (1)

17. Southern Univ
A&M Col 107 (61) 36 (18) 16 (2) 44 (15) 203 (96) 13 (1)

-- ,' -u'-' *
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Officer
School MS I II III IV Tot Production

S....--FY 79

18. Alcorn St Univ 234 (138) 116 (88) 22 (6) 40 (9) 412 (241) 23 (5)

19. Jackson St Univ 175 (123) 86 (50) 62 (23) 57 (21) 380 (217) 35 (13)

20. Bishop College 16 (5) 10 (4) 21 (9) 36 (14) 83 (32) 14 (4)

21. Pairne View
A&M Univ 508 (24) 262 (6) 44 (5) 58 (7) 872 (42) 29 (3)

NOTE: Female figures are in parenthesis and are included in the total
figure. Data was extracted from the ROTC Management Information System as
of 19 Jan 80.

2. Enrollment from the 21 HBC/U for SY 79-80 comprise approximately 11% of
total enrollment, and approximately 52% of total black minority enrollment.

3. Officer production from the 21 HBC/U for FY 79 was approximately 9% of
total officer production and approximately 54% of total black minority
officer production.
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FACT SHEET

ODCSROTC/OP/TNG DIV
LTC FRAZIER/3074
26 Feb 80

PURPOSE.

To provide data on CTLT quota allocations in reference to quotas
received by Historically Black Colleges.

FACTS.

1. Per FONECON 25 February 1980 with LTC Tate, 1ROTCR, all HBC's
have received theiv proportionate share of CTLT quotas during past
allocations, and the allocations were based on MS III enrollment.

2. Their methodology to allocate quotas is as follows:

a. First ROTC Region. ROTC detachment request CTLT quotas
from the ROTCR which is normally 25% to 40% of their MS III
enrollment. First ROTC Region then allocates CTLT quotas based on
the proportion of MS III enrollment,

b. Second ROTC Region and Third ROTC Region. Both regions
allocate to the detachments the number of CTLT quotas based on the
detachments' MS III enrollments.

3. Ccrrespondence from IROTCR, 2ROTCR and 3ROTCR as to procedures
* to allocate quotas (ABN, A/A, CTLT, etc.) is at inclosures 1-3

respectively.

3 Incl FRAZIER
as
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ATRO-OP-SR

SUBJECT: ROTC Voluntary Practical Field Training Programs - First
ROTC Region

1. Airborne. Quotas received by the First ROTC Region are allo-
cated through the Area Commanders based upon each school's
proportionate share of the MS III opening enrollment. This has been
in effect during FY 79 and FY 80.

2. Air assault training. Quotas initially were not funded in FY 79.
Unfunded quotas were distributed on a first come, first serve basis.
When quotas became funded (a total of 121), no requests had been
received from the HBC. For FY 80, distribution of air assault
quotas are being made in the same manner as airborne training
quotas, outlined above.

3. CTLT (Cadet Troop Leadership Training). In FY 80, distribution
is the same as for airborne. In FY 79, however, CTLT with the
National Guard was done on a first come, first served basis.

4. Northern Warfare Training. First ROTC Region had no quotas in
FY 79.

5. FY 79 voluntary practical field training allocations for the HBCs
within First ROTC Region were as follow:

Funded CTLT
Air Active CTLT

Airborne Assault Duty NG
Region (Total) 450 121 546 119
FLA A&M 7 0 7 3
Fort Valley 3 0 5 1
Hampton Institute 4 0 5 1
Howard 2 0 5 0
Morgan State 4 0 S 0
Norfolk State 4 0 5 0
North Carolina A&T 6 0 9 3
St. Augustines 6 0 7 2
South Carolina State 9 0 11 5
Virginia State 4 0 7 0
West Virginia State 2 0 3 1
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DEPARTMENT OF THE ARMY
HEADQUATERS US ARMY SECOND ROTC REGION

FORT KNOX4 KENTUCKY 40121

ATOB-SR ¶ 3 FEB '980

SUBJECT: ROTC Voluntary Practical Field Training Programs

Brigadier General Daniel W. French
Deputy Chief of Staff for ROTC
US Army Training and Doctrine Command
Fort Monroe, VA 23651

1. Reference wessage, ATRO-OP-SR, HQ TRADOC, 052002Z Feb 80, subject as above.

2. The information requested in referenced message is forwarded herewith.

3. The methodology used to distribute quotas to institutions varies with the
program. Specific methodologies are detailed in the following subparagraphs.

a. Airborne. Quotas are allocated based on MS III enrollment. Each
institution's percentage of total Region MS III enrollment was used to determine
that institution's percentage of training quotas.

b. Air Assault. Each institution is allocated one quota, leaving a small
balance of quotas. These are then allocated to the top schools in terms of
MS III enrollment. In short, the top 10-15 schools receive two quotas while

all others receive one.

c. Cadet Troop Leader Training. Quotas are based on MS III enrollment.
Quotas for CTLT with Reserve Components were distributed based on requests.
All cadets who requested this program received a quota.

d. Northern Warfare Training. Highly qualified cadets were nominated by
PMS. A board convened at Region headquarters selected the most qualified
eadets for attendance.
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"1 3 FEB 1980
A'IOB-SR
SUBJECT: ROTC Voluntary Practical Field TrainJ-.g Programs

4. The total numbers of quotas received in FY 79 are as follows:

Airborne 334 Funded
15 Unfunded

349

Air Assault 100 Funded
60 Unfunded

160 Total

CTLT 280 Active Duty
69 Reserve Components

349 Total

NWTC 16

5. The quotas allocated to Historically Black Colleges in FY 79 are as follows:

Central State University Airborne 4
Air Assault 0*
CTLT 4 Active Duty

0 Reserve Components
NWTC 0*

Lincoln University Airborne 4
Air Assault 0*

CTLT 5 Active Duty
1 Reserve Components

NWTC 0*

Initially no quotas were requested by either school. When Central State
requested quotas later in the year, there were none available.

**Neither school submitted a nomination.

FOR THE COMMAN4DER:

THOMAS N. BRITTON, JR.
Colonel, GS

Chief of Staff
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R 12'013L FEB~ 80

Fli 4,*R 3ROTCRGN FT xILLY KS //ATIJC-SR//

TO RIJCLAIA/COR DCS.R)TC FT iAONROE VA //AIRO-OP-S*k//

UNCLAS

S UbA: ROTC VOLUNTmAY PhACIICAL FIELn TKAINING P~ROGRA14S

A. YOUR 052002Z FEB 8U

1. METHODOLOGY USED To DISTR~bUTE FY 19 AIhRBONNEt AIR ASSAULT AND

CALJLT TROOP LFADER TRAINING; (CILT) GUIJOAS ALLOCATED BY TRAUOC

FOLLOWS:

Ae CTLY ANU AIKB0ORNE oUOTAS FOR FY 79 WEiRE PROPOR1ILONATELY

ALLUCATED TO EACH OETACHMI.a4l PASEL) UPON~ THE NUMBER OF CONTIKACTED

MS III CAD)ETS AS OF THL OPLNING TRADOC FORM 479 ENROLL14ENT RFPORT.

RAIR ASSAULT QUOTAS FOR FY 79 WEREf INITIALLY UNFUNDEO ADN

ACuUIRED FUR DETACHMENTS WITH CADETS WILLING TO ATTEND AIR ASSAULT

SCHuOL ON ANg INFUNDEF) ý$ASIS. BY THE TIME THAT TRAr)OC FUNOINs WAS

U'FHORIZEO 'N MAY 1979 FOR ALL QUOTAS ACQUIRED BY RFGIONS. 3ROTCI
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MJUi INE

uU.IAS HAU BrEN COhmTi.0 Yu TNDiVIOUAL CAVETS AT DETACHRENT

LE VLL. AIR ASSAULT Q01ITAS FOk 3kOTfR WERF NOT PROPORTIONATELY

DISTRTRUTED SINCE THESE QUUTAS WERE ALREADY COKMITTfn TO SPECIFIC

PAG. ? RUWTAHA1O01 UNCLAS

CADJETS, COLLECTIVLLY# HOULVER9 HBC'S RECEIVED A SL'IGHTLY, GRFATER

NUAbrR OF FUNDED OUOTAS THAN 1l1 THE AVERAGE- OEIACHMENT.

C. THIS REGION WAS NOT ALLOCATfV) WTWC QUOTAS DURING FY .79.

2m THE TOTAL NUMBER OF SPLCIALIZEn TRAINING QUOTAS FORFY 79

ALLOCAYED TO 3ROTCR BY TRADUC FOLLOWS:

A* AIRBORNED 313 FUNDED

A. AIR ASSAULT 256 FUNU.DD

C. CTLT' 420 FUNNED 4369 QUOIAS'USED)

0. NUIC 0

3. TOTAL NUMBER OF FY 79 UUOTAS ALLOCATED TO THIS REGION*S

EI(.HT HISTORICALLY 6LACK CULLEGES (HAC) FOR EACH OF THE TRAIN-

ING PROGRAMS LIST-.0 INTHE PRECEDING PARA FOLLOUS:

A. AIRBORNE 52I
P. AIR ASSAULT, 36

C. CTLT 51

D0 NWTC NA

,. ALL FY 80 AIRBORNE. AIR ASSAULT. AND NWTC QUOTAS FOR

SPiLCIALIZEO TRAINING HAVE BEEN ALLOCATED BASED UPON CONTRACTrIr

. IuI N
R4UUTINE
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HS LIT STRENGTH AS OF I DEC 79. CTLT QUOTAS WERE ALLOCATED PASED

Om THE I FEB 80 COhrRACTEO HS III ENROLLMENT* AIR ASSAULT ANDl

PAGE 3 RUWIAHA1041 UNCLAS .. .:.

NWI1C QUOTAS HAVE B3EEN ALLOCATED JOINTLY A-S. 'A RES-00' 'rF I-J-H.Eft *k'.

ReELATIVELY SMALL NURBEke EACH MINORIlY OTCMý CAp.:~

SPAw!SH AMERICAN) HAS BEEN At.LOCATED AM GREA.T , 1~t

Alk~bORNEs AND AIR A'SUTlkT qUO.

CONTRACTED MS 'II11 ST.E~~hý .Lb .-6... S' U fk'0g

3hROTCRtS HBC QU AL 17A T IVE TOM~fQEENTPA.

ST
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FACT SHEET

ODCSROTC/OP/TNG DIV
CPT GLASSNER/3074
28 Feb 80

PURPOSE.
To respond to two of Howard University's suggested topicp for dis-
cussion, which specifically are:

a. Provide a comparison of officer standings in the Basic
Course to the standings of those officers from the HBCs.

b. Provide a rank order of officers from HBCs compared ts those
of other colleges specifically during the first year of service and
in the grades of Captain and Major.

FACTS.

1. Information is not currently available to provide the above data
as requested by Howard University.

2. Initiatives will be developed in order to collect this data.
Once compileu, it will be provided to field for information and
action as appropriate.

4i
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FACT SHEET

ODCSROTC/OP/TNG DIV
CPT GLASSNER/3074
28 Feb 80

PURPOSE.

To provide cinference attendees a copy of HQ DA correspondence
relating to 1980 temporary sumer employment for faculty meebers of
Historically Black educational institutions.

FACT.

Provided for information at inclosure 1 is correspondence frcm HQ DA
outlining the establishment of temporary summer employment
opportunities for faculty members of Historically Black educational
institutions. Headquarters, TRADOC has responsibility for estab-
lishing this program and providing central referral service for
interested faculty members.

1 Incl
as
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OFFICIE OF THE DtI)UTY CHIEF 01 S1TAF' FOR PERSONNFIL.

. , . t,.. ,- p

DAPE-CP 1 5 . .

SUBJECT: Cooperation with Historically Black Colleges

'4 4

SEE DISTRIBUT1ON

1. Reference letter, HQDA, DAMIE-CIT, 16 Nov 79, subject as above.

2. A special DA-wide effort will be made to. provide temporary summer
employment opportunities in 1980 for faculty members of historically
black educctional institutions. On a trial basis, Headquarters, US
Army Training and Doctrine Conmanad has been assigned to establish and
carry out a central referral service of such candidates for all DA
activities and installations.

2. The inclosed letter to Presidcnts of historically black educa-
tional institutions together with a NoLice for Faculty Members pro-
vides information concerning this effort. Although referrals are
primarily for temporary appointments, this does not preclude an instal-
lation or activity from making other types of appointments of referred
candidates where appropriate authority or Office of Personnel Manage-
ment certification will permit. The referrals from MQ TRADOC are
courtesy referrals anr selection of the applicants is not mandatory.
The recruiting installation or activity is responsible for assuring

I that 'referral and selection procedures meet. the requirements of FPH
Chapter 333, "Recruitmenit and Selection for Temporary and Term Appoint-
meCnts Outside the Register," as appropriate. All applicarnts will be
notified by UQ TILUDOC when referred; the selecting installation/
activity is responsible for advising nonselected candidates in a manner
intended to maintain good relations with the HBC.

/ 4. Installations and activities. are urged to determine needs for
tenporary emlployment of faculty memb-rs aiid to submit requests to HQ
TRADOC, ATTN: ATPL-CP-ED, Fort Monroe, VA 23651, as soon as possible.
Requests will be made by letter indicating, the position title, series
and grade; whather lower grade eligibles may be considered if fully
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DAPIE-CP
ýk SUZIJECT: Cooperation with Historically Black Colleges

qualified applicants are not available; and any specific qualifications
beyond minimum Qualifications Handbook X-118 standards essientirl to
performance. A copy of the position description should be inclosed.
Referrals by HIQ TRADOC from applications on hand will begin on or about
25 Mar 80. It is intended that the referral and selection processes
be accomplished In time to make firm employment commitments in April
and early May. HQ TRADOC will contact addressees in late May to seek
assistance in placing applicants not yet committed to employmuent. Fund-

*in& for temporary appointees is the responsibility of the participating
MACON~.

5. Civilian Personnel Officers or their designees will provide applica-
tion forms and assist faculty nmu-bers in applying. Installations and
activities also milla work with Civilian Personnel Officers at other D)A
install~ations/activities where needed in contacis with the aIpplicanitz.

6. Full coope~rat ion and support is needed for succesl in this effort.
The benefits tO the Army and the IIBC are obvious and vorthwhil, in-
cluding establishing relationships that will aid in cooperative educa- * *

tion, contract training, and other Army programs in which ABC are ea-
couraged to participate. An evaluation of this effort will be made in
October 1980 to determine plans for future years in this regard.

7. A copy of this letter is provided to oversea commands for information
purposes only.

FOR THE DEPUTY CHIEF 0F STAFF FOR PERSONNIEL4

as Acting Director of Civilian Personnel
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DAPE-CP
SUBJECT: Cooperation with Historically Black Colleges

DISTRIBUTION :
OFICE, SECRETARY OF THE APO?,W
JDPES-W
HQDA (DAEN-PEZ-A)
11GB-TN
COMMIANDER IN CHIEF

US A.MY EUROPE ANS SEVENTH AR01Y
tOM?1ANDERS

US ARMY 1ATERIEL DEVELOPMENT AND READINESS COM2,LAND
US ARAMY INTELLIGENCE AND SECURITY COMMiAND
US ARMY COMMUNICATIONS COWMAND
MILITARY TRAFFIC 11ANAGEHENT COMM,2AND
US ARHY MILITARY DISTRICT OF WASHINGTON
US AR1'MY HEALTHI SERVICES C0OAND

(j.US AWRMY FORCES COMAt.ND
JUS ARUIY TRAINING AND DOCTRINE C01MAND

US ArM0Y, JAPAN
EIGHTH US AR0Y..
US AR1-Y WESTERN CO10AND
US ARMY RECRUITING COi'AND
US ARMfY FINANCE AND ACCOUNTING CENTER
US A4,Y RESERVE COPONENTS PERSONNEL AND ADMINISTRATION CENTER

SUPERINTENDENT, US MILITARY ACADElfY

COPIES FURNISHED:
SAMR
SFGR
SFEO
HQDA (DAAG-ZA)
IIQDA (DAAG-TCZ-B)
HQDA (DACA-ZXA)
IHQDA (DAJA-LC)
IIQDA (DAPE-CPR)
HIQDA (DASG-PTL-C)
THE AUDITOR GENERAL
COH1,MMANDEP.S

US AIRMY CRIMINAL INVESTIGATION COMMAND
US ARMf TROOP SU'PPORT AGENCY

CHIEF, US ARMfY CIVILIAN PERSONNEL CENTER

ADMINISTRATOR, US ARMY CIVILIAN APPELLATE REVIEW AGENCY
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DEPARTMENT OF TI-:E ARMY
N, OFFICE or THr D!1'UTY CHIEF 0! STAFF FOR PERS5ONNEL

r . WASHINGTON. D.C. 20310

DAPE-CPS 1 IE;. "9.O

On September 28, 1979, Mr. Robert L. Nelson, Assistant Secretary of
the Army (Manpower and Relserve Affairs), wrote to you to provide
information about Army prograins in which historically black educa-
tional institutions are encouraged to participate. At this time, I
would like to call your attention to a special effort to provide
temporary summer employmcnt ol)portunities to the faculty members.

The Army has a vide variety of activities that can utilize the skills
and krowledge of faculty members while providing them valuable ex-
perience. As one example, the Army has over twenty schools teaching
a wide variety of subjects in which your faculty members in the field
of education could assist in the development of curriculum, training
materials, teaching methods and aids, and evaluation of training.
As another example, the Army has many activities that perform opera-
tions research systems analysis utilizing personnel in the fields of
mathematics and certain sciences. Of course, the Army has extensive
rescarch and development activities with some of the best laboratories
and test facilities in this country. In the fields of business and
management, the Army is deeply involved in personiicl admiuistration,
financial management, communications, supply managcment, transporta-
tion, and health services. Needlesto say, the Amny is big in engi-
neering, having the responsibility for Federal Civil Works as well
as Army military engineering functions.

We have initiated a survey to determine the specific needs of our
activities fcr summer employment of college faculty members. We
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DAFE-CPS

expect to finish this survey by mid-March so that referral of candidates
can be accomplished in time for selections in April or early May. Most
assignments would begin shortly after the school year ends and continue
until shortly before the fall semester or quarter begins.

We need your assistance in making this special effort known to your
faculty members. Inclosed are copies of an information sheet for your
use in that regard.

We sincerely hope and desire that this special effort will prove of
assistance to you and your institution. The Civilian Personnel Officer
at any Army inatallation may serve as your point of contact on this
and other programs and will provide assistance to you and your faculty

* ' etubers upon request.

Sincerely,

A NI) IU"W F . 1ORDL~AX
Acting Director of Civilian Personnel

J
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NOTICE TO THE FACULTY
SUMMER DIPLOYHENT OPPORTUNITIES

DEPARTMENT OF THE ARMY

The Department of the Army is making a special effort to pre*vi 40ide-
eration for temporary employment opportunities this sumrer for faculty
members of historically black educational institutions. The intenc of
this effort is not only for the Anuy to obtain the needed knowledge and
abilities of the faculty members, but, on the other hand, to provide
types of work experiences and adequate pay to assist the faculty members
in maintaining high qualifications and economic growth. Thus, if suc-
cessful, this effort should prove mutually beneficial to the Army and
the educational institutions.

The Army has a wide variety of activities that can utilize the skills
and knowledge of faculty members and provide to them valuable experience.
As one example, the Army has over twenty schools teaching a wide vatiety
of subjects in which faculty members in the field of education could
assist in the development of curriculum, training materials, teaching
methods and aids, and evaluation of training. As another example, the
Army has many activities that perform operations research systems anal-
ysis utilizing personnel in the fields of mathematics and certain sciences.
Of course, the Army has extensive research and development activities
with some of the best laboratories and test facilities in this country.
In the fields of business and management, the Army is deeply involved in
personnel administration, financial management, communications, supply
management, transportation, and health services. Needless to say, the
Army is big in engineering, having the responsibility for Federal Civil
Works as well as Army military engineering functions.

A survey is currently underway in the Army to identify the types and
numbers of positions that will be available. It is expected that a
wide variety of positions will be identified ranging from grade GS-7 at
a pay rate of $13,014 per annum to GS-13 at $27,453 per annum. The
majority of the positions will be at the GS-9, 11 "and 12 grade levels with
pay rates of $15,920, $19,263 and $23,087 per annum respectively. A
few positions at higher grades and rates of pay may be available in rare
scientific fields and professional medical specialties. The specific
grade and pay that may be offered will depend upon the grade of the
available positions and the qualifications of the applicant.

Generally, appointments will begin shortly after the end of the school
year in May or early June and end in late August or early September.

To apply, you will need to complete an Application for Federal Employ-
ment, Stahdard Form 171. These fortns are available from any Federal
Employment Information Office in major cities, or from the Civilian
Personnel Office of any Federal activity. These forms and assistance
are also available from the Civilian Personnel Officer at any Army
installation.
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"The Headquarters, US Army Training and Doctrine Command (TRADOC) will
operate a central referral service to assist faculty members in ob-

taining suitable placement. All Army activities may request referral

of such candidates from HQ TRADOC and referrals from applications on

hand will begin on or about March 15, 1980. To utilize th13 service,
*end your application to:

JiQ TRADOC
ATTN: ATPL-CP-W
Fort Monroe, VA 23651

If you prefer, you may apply directly to the Civilian Personnel Officer
at any specific Amny installations in which interested. It is planned
to complete the referral and selection processes in time for firm
employment commitments to be made in April and early May 1980. You
are urged to apply as soon as poasible, but not later than 1 April 1980.

ri51 .
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FACT SHEET

ATROq-O~"O4
DCSROTC
Mrs. lHolliday/3071

PURPOSE

To provide information pertaining to HEW definition of resources an
it pertains to ROTC and ROTC scholarships

FACTS

1. HEW considers ROTC subsistence allowance and ROTC scholarship benefits
as resources and any financial assistance provided to an ROTC cadet or
scholarship cadet by HEW is reduced by the amount of his/her ROTC benefits.

2. This interpretation has an impact on efforts to recruit and retain
quality students. This is especially evident in some of the historically
black host institutions where a large portion of students are receiving
HEW assistance.

3. HQ TRADOC has surfaced this issue to HQ Department of the Army and
specific instances which resulted in a prospective cadet's decision not
to enter ROTC or a cadet's withdrawal fro ROTC were cited. To date# no
solution has been made.

52 /

kA '



S!I . . .

,I '/5#/a) "

OBJECTIVES

1, TO DETERMINE IF T:ýERE IS A SET OF REASONS, SUBJECT TO

REMEDIATION, FOR THE LOW SELECTION RATE OF ROTC GRADUATES

OF HISTORICALLY BLACK COLLEGES,

2. TO PROVIDE A6DDITIONAL INFORMATION ON THE SUBJECT OF

IMPROVING THE SUCCESS-RATE OF OFFICERS FROM HISTORICALLY

BLACK COLLEGES,

I •! CHART 1
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FOUR SEPARATE APPROACHES

1. EXAMINATION OF THE RECORDS OF OFFICERS SELECTED

AND NON-SELECTED FOR PROMOTION TO CAPTAIN, RAJ, TO
DETERMINE ANY SPECIAL REASONS FOR PROMOTION BOARD

ACTIOM IN NON-SFLECTION OF ..FFICERS WHO SRADtUATED

FROM HISTORICALLY BLACK COLLEGES,

2, INTERVIEWS WITH BLACK ROTC CADETS AND WITH BLACK

ROTC FACUI.TY MEMBERS.

3. EVALUATION OF ROTC ADVANCED CAMP PERFORMANCE.

4. EVALUATION OF OFFICER BASIC COURSE (OBC) PERFORMANCE.

CHART 2
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SAMPLES

* SELECTION FOLDER DATA:

193 OFFICERS CONSIDERED FOR PROM.OTION TO CAPTAIN,

REGULAR ARMY

J INTERVIEWS WITH BLACK CADETS AND BLACK ROTC FACULTY
MEMBERS:
36 CADETS

18 ROTC FACULTY MEMBERS

* ROTC ADVANCED SUMMER CAMP PERFORMANCE:

7,173 CADETS IN 1979

5,259 CADETS IN 1978

* OFFICER BASIC COURSE (OBC) PERFORMANCE

1,561 OFFICERS WHO ATTENDED OBC IN 1979

1,243 OFFICERS WHO ATTENDED OBC IN iq78

C

ii
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FINDINGS

SELECTION FOLDERS

*ALL OFFICERS NOT SELECTED FOR PROMOTION, WHEN COMPARED

WITH ALL OFFICERS SELECTED, WERE MORE FREQUENTLY CONSIDERED

AS NEEDING IMPROVEMENT OR BEING DEFICIENT OR RECEIVED LESS

THAN FAVORABLE WRITTEN COMMENTS ON 11 OER ATTRIBUTE AREASO

*OFFICERS FROM HISTORICALLY BLACK COLLEGES WHO WERE NOT

SELECTED FOR PROMOTION WHEN COMPARED WITH OFFICERS FROM

HISTORICALLY BLACK COLLEGES WHO WERE SELECTED, WERE MORE

FREQUENTLY CONSIDERED AS NEEDING IMPROVEMENT, AS BEING

DEFICIENT, OR RECEIVED LESS THAN FAVORABLE WRITTEN COMMENTS

ON THE SAME PROFESSIONAL ATTRIBUTE AREAS WITH THE EXCEPTION

OF PHYSICAL FITNESS.

CHART 14



CRITICAL OER ATTRIBUTE AREAS

FOR SELECTION TO

CAP0TA IN RA

*TECHNICAL COMPETENCE

*SEEKING RESPONSIBILITY

*ACCEPTING FULL ACCOUNTABILITY FOR ACTIONS AND ACTIONS

OF SUBORDINATES

*RELIABILITY OF JUDGEMENT

*MAINTAINING EFFECTIVE TWO-WAY COMMUNICATION

*CONCERN FOR BEST INTERESTS OF SUBORDINATES

*SUBORDINATING PERSONAL INTERESTS AND WELFARE TO THOSE

OF THE ORGANIZATION AND STAFF

*PERSONNEL CONDUCT SETTING THE PROPER EXAMPLE FOR SUBORDINATES

*BEING INNOVATIVE IN APPROACH TO DUTIES AND RESPONSIBILITIES

j * DEMONSTRATING A BREADTH OF PERSPECTIVE AND DEPTH OF UNDER-
STANDING BEYOND LIMIT OF SPECIFIC RE-SPONSIBILITIES

*PHYSICAL FITNESS

CHART 5



SUMMARY OF SELF REPORTS

OBTAINED FROM GROUP INTERVIEWS

'SELF REPORTS OBTAINED FROM GROUP INTERVIEWS INDICATED THAT

CADETS FROM HISTORICALLY BLACK COLLEGES FEEL THAT THEY:

* DO NOT PROJECT AN IMAGE OF SELF-CONFIDENCE

* HAVE DIFFICULTY IN THEIR INTERACTION WITH WHITE CADETS

* EPERENC A Kif.TI AMUT OF "CULTURE SHOCK" IN A

PREDOMINANTLY WHITE ENVIRONMENT

* ARE DISCRIMINATED AGAINST IN CADET PEER RATINGS

* ARE NOT AS WELL PREPARED IN MILITARY SKILLS AS

THEIR WHITE COUNTERPARTS

* ARE NOT GIVEN AN OPPORTUNITY FOR CADET LEADERSHIP

POSITIONS EARLY ENOUGH IN ADVANCED CAMP

* ARE NOT APPRECIATED FOR THEIR ABILITY TO THE SAME

EXTENT AS THAT OF WHITE CADETS

* ARE INSECURE IN THEIR ABILITY TO EXPRESS THEIR IDEAS

CHART 6



V.• ! 4-.•- __I 7 W• f l -1  l .. ,, • - -... • . 1• • • ,, r _' r• , r.. .. .. ..w .... r . WV.

FINDINGS

ROTC SUMMER CAMP PERFORMANCE

ROTC CADETS FROM HISTORICALLY BLACK COLLEGES:

o HAD A HIGHER AVERAGE PERFORMANCE IN PHYSICAL

FITNESS THAN DID CADETS FROM WHITE COLLEGES,

. PERFORMED LOWER THAN CADETS FROM WHITE COLLEGES

IN ALL OTHER AREAS,

o RECEIVED POOREST PERFORMANCE SCORES IN MILITARY

SKILLS'

o FURTHER DISCUSSION: CADETS FROM HISTORICALLY

BLACK COLLEGES SHOWED A SLIGHT TREND TOWARD

IMPROVEMENT IN 1979 SUMMER CAMP PERFORMANCE

OVER THAT FOR J,978. NO CHANGE WAS NOTED IN

THE PERFORMANCE OF COUNTERPART CADETS FROM

i*., WHITE COLLEGES,

CHART 7
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PERFORMANCE OF STUDENTS FROM HISTORICALLY BLACK COLLEGES

AND CADETS FROM WHITE COLLEGES IN THE 1978 ROTC SUMMER CAMP

(ROTC CLASS OF 1979)

MEAN

MEASURE BLACK COLLEGES WHITE COLLEGES

JOB PERFORMANCE

WEIGHTED 94.14 100.75
SUPERVISORY OFFICER ADVISOR TRAINER 93.50 100.79

PLATOON OFFICER ADVISOR TRAINER 93.96 100.72

PLATOON NCO ADVISOR TRAINER 94.65 100.65

PHYSICAL FITNESS 106.26 99.30

ORIENTEERING
WEIGHTED 93.65 100,99

FREE STYLE ORIENTEERING I 92.77 100.78

FREE STYLE ORIENTEERING II 93.90 100.71

MILITARY SKILLS 86.56 101.42

PEER RATINGS

WEIGHTED 94.80 100.83

COMBAT COMMANDER/LEADER 95.56 100.48

TECHNICAL STAFF MANAGER 93.53 100.69

ALL DIFFERENCES BETWEEN COLUMNS STATISTICALLY SIGNIFICANT

CHART 8
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PERFORMANCE OF STUDENTS FROM HISTORICALLY BLACK COLLEGES

AND CADETS FROM WHITE COLLEGES IN THE 1979 ROTC SUMMER

(ROTC CLASS 0F1980)

MEAN

MEASU RE BLACK COLLEGES WHITE COLLEGES

JOB PERFORMANCE

WEIGHTED 95.13 lo.Q q68

SUPERVISORY OFFICER ADVISOR TRAINER 92.89 100.83

PLATOON OFFICER ADVISOR TRAINER 95,03 100.65

PLATOON NCO ADVISOR TRAINER 95.65 100.57

PHYSICAL FITNESS 104.31 99.49

ORIENTEERING

WEIGHTED 94.37 100.96

FREE STYLE ORIENTEERING 1 94.51 100.68
FREE STYLE ORIENTEERING 11 93.73 100,75

MILITARY SKILLS 87.74 101.37

PEER RATINGS

WEIGHTED 9.9100.78

PEER RATING 11 95.34 100.53

PEER RATING I 95.34 100.54

ALL DIFFERENCES BETWEEN COLUMNS STATISTICALLY SIGNIFICANT

CHART 9



FINDINGS

OFFICER BASIC COURSE PERFORMANCE
(1977 AND 41978 SAMPLES)

GRADUATES OF HISTORICALLY BLACK ROTC HOST INSTITUTIONS:

* RECEIVED LOWER FINAL COURSE GRADES THAN GRADUATES
OF WHITE ROTC HOST INSTITUTIONS IN BOTH SAMPLES

o RECEIVED HIGHER FINAL COURSE GRADES IN 1978 OBC

THAN 1977 OBCI

NO CHANGE IN OBC FINAL COURSE GRADES FOR GRADUATES OF

WHITE INSTITUTIONS.

/'A
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COMPARISON OF ROTC GRADUATES OF HISTORICALLY BLACK COLLEGES

AND OF GRADUATES OF WHITE COLLEGES-

ON OFFICER BASIC COURSE (OBC) PERFORMANCE

AVERAGE PERFORMANCE

*11977 1978

SAMPLE SAMPLE

GRADUATES OF BLACK INSTITUTIONS 75.89 85.05

GRADUATES OF WHITE INSTITUTIONS 102.21 101160

CHART 11



SUMMARY OF FINDINGS

* NO SINGLE ONE OR SMALL SET OF OER ATTRIBUTE AREAS

ACCOUNTS FOR LOW SELECTEE RATE OF OFFICERS FROM

HISTORICALLY BLACK COLLEGES,

* CADETS FROM HISTORICALLY BLACK COLLEGES REPORT

FEELING LESS PREPARED AND LESS APPRECIATED$

CADETS FROM HISTORICALLY BLACK COLLEGES GENERALLY
PERFORM LOWER THAN THEIR COUNTERPARTS IN

ROTC SUMMER CAMP,

* THE LARGEST GAP BETWEEN CADETS FROM HISTORICALLY

BLACK COLLEGES AND CADETS FROM WHITE COLLEGES

WAS IN MILITARY SKILLS IN ROTC SUMMER CAMP, AND

THIS WAS THE AREA OF POOREST PERFORMANCF !--R

CADETS FROM HISTORICALLY BLACK COLLEGES.

* GRADUATES FROM HISTORICALLY BLACK COLLEGES PERFORMED

LOWER THAN THEIR COUNTERPARTS IN OBC6

* GRADUATES OF HISTORICALLY BLACK COLLEGES IN 1978

QEC PERFORMED BETTER THAN IN 1977 OBO.

CHART 12



IMPLICATIONS

* RECOGNIZE THAT BY CONVENTIONAL MEASURES (E.G., SAT),
CADETS AT HISTORICALLY BLACK COLLEGES ARE OF LOWER

ACADEMIC ABILITY THAN CADETS AT WHITE COLLEGES,

* IDENTIFY AND REMEDIATE ACADEMIC DEFICIENCIES.

* PROVIDE MATERIALS, EQUIPMENT AND PROGRAM OF INSIRUCTION
(POI), TO ENHANCE TRAINING IN MILITARY SKILLS AND

MONITOR PROGRESS OF MILITARY SKILLS.

* DEAL WITH CADET PERCEPTION OF LOWER SOCIAL COMPETENCE.

- PROVIDE PARTICIPATION IN SELECTED ROTC ACTIVITIES

WITH CADETS FROM WHITE ROTC UNITS LOCATED IN THE

SAME GEOGRAPHICAL AREA

- PARTICIPATION IN CADET TROOP LEADERSHIP TRAINING

(CTLT) SHOULD BE INCREASED FOR CADETS FROM THESE

SCHOOLS.

- USE HUMAN RELATIONS TRAINING OR ASSERTIVENESS

TRAINING TO HELP TRANSITION TO A PREDOMINANTLY

WHITE ENVIRONMENT.
- ENRICH ROTC CURRICULUM WITH INSTRUCTION IN WRITTEN

AND ORAL PRESENTATIONS,

INCREASE LEADERSHIP LABORATORY IRAINlING,

CHART 13



ANNEX F
TRIP REPORT - 28 MARCH 1980

WASHINGTON, DC.

The attached inclosures are provided as a summary of information gatheredduring a fact finding conference conducted on 28 March 1980.

Lieutenant Colonels Ellis, Hall, and Saulnier represented the study group
at the informal conference held in Washington, D.C. (See Annex A--Chronology).

Incl 1 - Scarborough Research Proposal

Incl 2 - Promotion Board Talking Paper

Incl 3 - BG French Briefing to Mr. Leberge

4 Methodology for Remediation of HBC graduates low success rates

Incl 5 - ROTC Quality Enrichment Program

Incl. 6 - Additional Staffing for HBC's

Incl 7 - LOI CPT, RA, APL Selection Board

Incl 8 - Ltr, BG French to LI-G Yerks--"Quality of ROTC Graduates, HBC's

incl 9 - Fact Sheet - ROTC Affirmative Action Plan

Incl 10- LIr to Gen Starry concerning ROTC in HBC's

Incl 11- Informal Study of Quality at HBC's by Col Kelly, ADCSROTC
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Title: Research to De~ermine Rolc oi i odoeminateŽly Black Colleges or
Universities in the Production o: Officers for the 'Military

A. Problem: Officers coming out of ROTC programs in the prcdominately
blackp rural 9 small colleges, and univer sitLies ( the Hi isor ica,1.ly B 1.i'k.
"olleges) frequently fail to progress beyoi.d the Captain level. What
can be done to improve their- performance and retain these personnel?

B. Technical Objective: Determine the current situation in the coi-
leges and the attitudes of the studenLs towards the Army as a career,
in an effort to determine what constLructive changes can be implemented,
perhaps with tho issis-ance of the Army.

C. Approach: Both interviews and surveys with individual ROTC students,
university staff and raanagemcnt will be. conducted, including ROTe ml-
itary advisors.

D. Expected Results: Recoimendations for changes to improve the quali-ty
of ROTC graduates from the schools--so-ae of w4hich the schools could
implement on their own and sonm of which might require assistance from
the Service.

Ee Cost: $90,000.

F. Impact of Termination: A continuation of the current situation.
There is potential emnbarrasment to the Army if this effort is termi-
nated. Termi.nating a contrac•z wihin a month of its aw,,rd raiscs ques..
tions about the Army's process to progranm research efforts

G, Status" DSS-"! notified contractor (L:. E. Scarbrrougl) of i;teunt
to award on II Jan 80 and indica•ed hc could begin to incur costs on
this one year 641 (basic research) effort.

/

1.1



Vr
4J

TALKING PAPER

' j

I. Purpose: Provide SA information on the analysis of recent LTC and Major (AUS)
promotion boards and the implications of the results.

2. Background:

a. initial inquiry prompted by MG Dillard's observa,:ions on the 1979 AUS LTC
promotion results and the implications for ROTC.

b. Letter from LTC(P) Wallace Arnold to ASA(M&RA) addressed board results,
general Dillard's observations, and recommended a systematic a,&lysis.

3. Facts: .

a. MG Dillard felt that blacks were not selected to LTC at a higher rate
because:

(1) Effects of institutional discrimination have not been eliminated.
(2) Records were too poor to compensate.
(3) ROTC at historically black colleges did not produce competitive

officers because of:

(a) Program deficiencies L
(b) Integration at white universities siphoned off black talent.

(4) Changes must or-!ur since historically black colleges are our major source
of black officers.

b. Initiatives to enhance historically black colleges and their ROTC progrxa,,s
are irn being. In fact they now produce less than 50% of our black officers zrd
will in the future produce about 30-40%. Attention must continue on black officer
production fron all sources.

C. The 1979 AUS LTC board results considered alone (4t-t- and the AYS LTC
board results from 1977-79 considered together .. cl 2) show:

(1) A'd-fference in selection rates between black and white officers in
total.

(2) Black vs white selection rates are comparable when aeparated into the
RA and OTRA (other than RA) categories.

(3) Major difference exista; in the RA and OT'RA selection rates.
(4) The numbers of bl.ak RA's and white RA's in the zone of consideration

art not proportionate.

d. Analysis of AUS Majorb board results from 1977-79 (Incl 3) shows:

(1) No significant difference in sele tion rates overall. .I
(2) Unlike the pattern seen in selectior, of RA Majors to AUS LTC, there

were significant differences in selection rates to AUS 'ajor, first time considered,
black and white RA captainc e4



4. Conclusions:

a. Since selection rates to LTC were comparable by category (RA and OTRA),
source of commission probably was not a factor for the subject year groups.
(Integration factors were probably not operative in colleges in the 1957-,.kra.)

b. There is an institutional bias that f'avors RA officers over OTRA officers;I
black RA content may not be adequate at various grades.

c. Potential for corrective action exists in degrees for the short, middle
and long-range--but to determine where and how, key points in the whole system
misr. be examined and action must be focused in areas where policy impacts will be
effective.
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OBJECTIVES

1, TO DETERMINE IF THERE IS A SET OF REASONS, SUBJECT TO

REMEDIATION, FOR THE LOW SELECTION RATE OF ROTC GRADUATES
OF HISTORICALLY BLACK COLLEGES,

2. TO PROVIDE ADDITIONAL INFORMATION ON THE SUBJECT OF

IMPROVING THE SUCCESS-RATE OF OFFICERS FROM HISTORICALLY
BLACK COLLEGES,

CHART I
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FOUR SEPARATE APPROACHES

1. EYAMINATION OF THE RECORDS OF OFFICERS SELECTED

AND NON-SELECTED FOR PROMOTION TO CAPTAIN, RA, TO
DETERMINE ANY SPECIAL REASONS FOR PROMOTION BOARD

ACTION IN NON-SELECTION OF OFFICERS WHO ARADtIATED

FROM HISTORICALLY BLACK COLLEGES.

2. INTERVIEWS WITH BLACK ROTC CADETS AND WITH BLACK
ROTC FACULTY PEMBERS.

3. EVALUATION OF ROTC ADVANCED CAMP PERFORMANCE.

4. EVALUATION OF OFFICER BASIC COURSE (OBC) PERFORMANCE.

CR

CHART 2•
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SAMPLES

* SELECTION FOLDER DATA:

193 OFFICERS CONSIDERED FOR PROMOTION TO CAPTAINN,

REGULAR ARMY

* INTERVIEWS WITH BLACK CADETS AND BLACK ROTC FACULTY
MEMBERS:

36 CADETS

18 ROTC FACULTY MEMBERS

* ROTC ADVANCED SUMMER CAMP PERFORMANCE:

7,173 CADETS IN 1979
5,259 CADETS IN 1978

* OFFICER BASIC COURSE PERFORMANCE
1,561 OFFICERS WHO A ... OBC IN 1979

1,243 OFFICERS WHO ATTENDED OBC IN lq78

CHART 3



FINDINGS
SELECTION FOLDERS

* ALL OFFICERS NOT SELECTED FOR PROMOTION, WHEN COMPARED

WITH ALL OFFICERS SELECTED, WERE MORE FREQUENILY CONSIDERED

AS NEEDING IMPROVEMENT OR BEING DEFIC!INT OR RECEIVED LESS
THAN FAVORABLE WRITTEN COMMENTS ON 11 OER ATTRIBUTE AREAS,

* OFFICERS FROM HISTORICALLY BLACK COLLEGES WHO WERE NOT
SELECTED FOR PROMOTION WHEN COMPARED WITH OFFICERS FROM
HISTORICALLY BLACK COLLEGES WHO WERE SELECTED, WERE MORE
FREQUENTLY CONSIDERED AS NEEDING IMPROVEMENT, AS BEING
DEFICIENT, OR RECEIVED LESS THAN FAVORABLE WRITTEN COMMENTS
ON THE SAME PROFESSIONAL ATTRIBUTE AREAS WITH THE EXCEPTION
OF PHYSICAL FITNESS.

-.u

CHART 4
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CRITICAL QER ATTRIBUTE AREAS

FOR SELECTION TO

CAPTAIN R

STECHNICAL COMPETENCE

*SEEKING RESPONSIBILITY

*ACCEPTING FULL ACCOUNTABILITY FOR ACTIONS AND ACI:&,()NS

OF SUBORDINATES.

*RELIABILITY OF JUDGEMENT

* MAINTAINING EFFECTIVE TWO-WAY COMMUNICATION

*CONCERN FOR BEST INTERESTS OF SUBORDINATES

*SUBORDINATING PERSONAL INTERESTS AND WELFARE TO THOSE :

OF THE ORGANIZATION AND STAFF

* PERSONNEL CONDUCT SETTING THE PROPER EXAMPLE FOR SUBORDINATES

s BEING INNOVATIVE IN APPROACH TO DUTIES AND RESPONSIBILITIES

* DEMONSTRATING A BREADTH OF PERSPECTIVE AND DEPTH OF UNDER-

STANDING BEYOND LIMIT OF SPECIFIC RESPONSIBILITIES

-. PHYSICAL FITNESS

CHART 5
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SUMMARY OF SELF REPORTS

OBTAINED FROM GROUP I9TERVIEWS

SELF REPORTS OBTAINED FROM GROUP INTERVIEWS INDICATED THAT

CADETS FROM HISTORICALLY BLACK COLLEGES FEEL THAT THEY:

* DO NOT PROJECT AN IMAGE OF SELF-CONFIDENCE

* HAVE DIFFICULTY IN THEIR INTERACTION WITH WHITE CADETS

* EXPERIENCE A CERTAIN AMOUNT OF "CULTURE SHOCK" IN A

PREDOMINANTLY WHITE ENVIRONMENT

* ARE DISCRIMINATED AGAINST IN CADET PEER RATINGS

* ARE NOT AS WELL PREPARED IN MILITARY SKILLS AS

THEIR WHITE COUNTERPARTS

* ARE NOT GIVEN AN OPPORTUNITY FOR CADET LEADERSHIP

POSITIONS EARLY ENOUGH IN ADVANCED CAMP

* ARE NOT APPRECIATED FOR THEIR ABILITY TO THE SAME

EXTENT AS THAT OF WHITE CADETS

*ARE INSECURE IN THEIR ABILITY TO EXPRESS THEIR IDEAS

CHART 6



FINDINGS

ROTC SUMMER CAMP PERFORMANCE

ROTC CADETS FROM HISTORICALLY BLACK COLLEGES:

o HAD A HIGHFR AVERAGE PERFORMANCE IN PHYSICAL

FITNESS THAN DID CADETS FROM WHITE COLLEGES,

* PERFORML.D LOWER THAN CADETS FROM WHITE COLLEGES

IN ALL OTHER AREAS.

. RECEIVED POOREST PERFORMANCE SCORES IN MILITARY

SKILLS'

o FURTHER DISCUSSION: CADETS FROM rt',ISTORICALLY

BLACK COLLEGES SHOWED A SLIGHT TREND TOWARD
IMPROVEMENT IN 1979 SUIMMER CAMP PERFORMANCE

OVER THAT FOR 1978, NO CHANGE WAS NOTED IN

THE PERFORMANCE OF COUNTERPART CADETS FROM

WHITE COLLEGES,

CHART 7



PERFORMANCE OF STUDENTS FROM HISTORICALLY BLACK COLLEGES

AND CADETS FROM WHITE COLLEGES IN THE 1978 ROTC SUMMER CAMP
(ROTC CLASS OF 1979)

MEAN

MEASURE BLACK COLLEGES WHITE COLLEGES

JOB PERFORMANCE

WEIGHTED 94.14 100.75

SUPERVISORY OFFICER ADVISOR TRAINER 93.50 100.79

PLATOON OFFICER ADVISOR TRAINER 93.96 100072
PLATOON NcCO ADVISOR TRAINER 94.65 100.65

PHYSICAL FITNESS 106.26 99,30

ORIENTEERING

WEIGHTED 93,65 100.99

FREE STYLE ORIENTEERIN3 I 92.77 100,78

FREE STYLE ORIENTEERING II 93,90 100,71

MILITARY SKILLS 86.56 101.42
PEER RATINGS

WEIGHTED 94.80 100,83

COMBAT COMMANDER/LEADER 95.56 100.48

TECHNI.AL STAFF MANAGER 93.53 100.69

ALL DIFFERENCES BETWEEN COLUMNS STATISTICALLY SIGNIFICANT

CHART 8



PERFORtMANCE OF STUDENTS FROM HISTORICALLY SLACK COLLEGES

AND CADETS FROM WHITE COLLEGES IN THE 1979 ROTC SUMMER
(ROTC CLASS 0F1980)

MEAN

MEASURE BLACK COLLEGES WHITE COLLEGES

JOB PERFORMANCE
WEIGHTED 95,1 1 8
SUPERVISORY OFFICER ADVISOR TRAINER 92,89 100,83
PLATOON OFFICER ADVISOR TRAINER 95,03 100s65

PLATOON NCO ADVISOR TRAINER 95.65 100.57
PHYSICAL FITNESS 104,33 99.49
ORIENTEERING

WEIGHTED 94,37 100.96
FREE STYLE ORIENTEERING 1 94.51 100,68
FREE STYLE ORIENTEERING II 93,73 100,75

MILITARY SKILLS 87,74 101.37

PEER RATINGS
p WEIGHTED "95,59 100,78

PEER RATING 11 95.34 100.53
* PEER RATING I 95.34 100,54

ALL DIFFERENCES BETWEEN COLUMNS STATISTICALLY SIGNIFICANT

CHART 9
- - I -



* FINDINGS
OFFICER BASIC COURSE PERFORMANCE

(1977 AND 1978 SAMPLES)

GRADUATES OF HISTORICALLY BLACK ROTC HOST INSTITUTIONS:

*RECEIVED LOWER FINAL COURSE GRADES THAN GRADUATES
OF WHITE ROTC HOST INSTITUTIONS IN BOTH SAMPLES

*RECEIVED HIGHER FINAL COURSE GRADES IN 1978 OBC
THAN 1977 OBCO

* NO CHANGE IN OBC FINAL COURSE GRADES FOR GRADUATES OF

WHITE INSTITUTIONS.

CHART 10



COMPARISON4 OF ROTC GRADUATES OF HISTORICALLY BLACK COLLEGES

AND OF GRADUATES OF WHITE COLLEGES,

ON OFFICER BASIC COURSE (OBC) PERFORMANCE

AVERAGE PERFORMANCE

1977 1978

SAMPLE SAMPLE

GRADUATES OF BLACK INSTITUTIONS 75,89 85.05

GRADUATES OF WHITE INSTITUTIONS 102.21 101.60

CHART 11



SUMMARY OF FINDINGS

* NO SINGLE ONE OR SMALL SET OF OER ATTRIBUTE AREAS

ACCOUNTS FOR LOW SELECTEE RATE OF OFFICERS FROM

HISTORICALLY BLACK COLLEGES,

o CADETS FROM HISTORICALLY BLACK COLLEGES REPORT

FEELING LESS PREPARED AND LESS APPRECIATED$

o CADETS FROM HISTORICALLY BLACK COLLEGES GENERALLY

PERFORM LOWER THAN THEIR COUNTERPARTS IN

ROTC SUMMER CAMP,

o THE LARGEST GAP BETWEEN CADETS FROM HISTORICALLY

BLACK COLLEGES AND CADETS FROM WHITE COLLEGES

WAS IN MILITARY SKILLS IN ROTC SUMMER CAMP, AND

THIS WAS THE AREA OF POOREST PERFORMANCE FOR

CADETS FROM HISTORICALLY BLACK COLLEGES.

o GRADUATES FROM HISTORICALLY BLACK COLLEGES PERFORMED

LOWER THAN THEIR COUNTERPARTS IN OBC.

o GRADUATES OF HISTORICALLY BLACK COLLEGES IN 1978

OBC PERFORMED BETTER THAN IN 1977 OBC,

CHART 12
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IMPLICATIONS

[ RECOGNIZE THAT BY CONVENTIONAL MEASURES (E.G., SAT),

CADETS AT HISTORICALLY BLACK COLLEGES ARE OF LOWER

ACADEMIC ABILITY THAN CADETS AT WHITE COLLEGES.1 IDENTIFY AND REMEDIATE ACADEM'IC DEFICIENCIES.

o PROVIDE MATERIALS, EQUIPMENT AND PROGRAM OF INSIRUCTION

(POI), TO ENHANCE TRAINING IN MILITARY SKILLS AND
MONITOR PROGRESS OF MILITARY SKILLS.

* DEAL WITH CADET PERCEPTION OF LOWER SOCIAL COMPETENCE,

- PROVIDE PARTICIPATION IN SELECTED ROTC ACTIVITIES

WITH CADETS FROM WHITE ROTC UNITS LOCATED IN THE

SAME GEOGRAPHICAL AREA

PARTICIPATION IN CADET TROOP LEADERSHIP TRAINING

(CTLT) SHOULD BE INCREASED FOR CADETS FROM THESE

SCHOOLS.

- USE HUMAN RELATIONS TRAINING OR ASSERTIVENESS
TRAINING TO HELP TRANSITION TO A PREDOMINANTLY

WHITE ENVIRONMENT'
- ENRICH ROTC CURRICULUM WITH INSTRUCTION IN WRITTEN 4

AND ORAL PRESENIATIONS.

INCREASE LEADERSHIP LABORATORY TRAINING.

CHART 13
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12 ot~ y prcnt); and leadermhtip positions - '41 pc (12 pe~r-

cent ) n ,,:,_,ring each type a(ti vity * potints e1chiuvtd tt.r different

actvii.3 eelo cumulative. Onily the top iingle score is used in

~~83 Chkl dreA.,

(2) Points in this category are awarded to applicants who
worked aftter achiol and were limited in the participation of extra-
curricular and athletic activities. A po$.nr system ts used for
equ,1tjnS a studnt's afterschool work with extracurricular a nd
athletc activities tiand leadership positionK held when afterachool

of work itmited his/her participation in such activIties.

e. Interview board scores (maximum poi,,ts, 80 or 10 per-
cenlt). In accordance with section III of this~ .ppeiidix, co-mpetitive
applicants are interv tewed to determ ine thei r qua 11 !ficat iona f or in
ROTC scholarship. Detaiilc-d inst~ructions for 1.ntervi.ews u.ill1 be fur-
nished to PMS, ROTC regions, oversea commands, and emb~ksgles prior
by 15 August 1980.

f. Physical Aptitude Exam scores (maximum pointt , 80 or 10
percent). Detailed I~nstructions for administering the i'AE will be
furnished prior to 15 August 1980.

Section II. QUALITY ENRI.CHMENT PROGRAM (QEP)

F-5. General. This section provides com~mands and PHS supplemental
guidance for implementting the QUP. In addition to the 4-year schol-
arship nationwide compet~ition pr~escribed in Sec( tonl 1, every effort
w'6ll be made to insure full compliance with thia program.

F-5. Responsibilities.

a. Commanders are responsible for regional publicity and pro-
viding assistance to PMS as approorlate.

b. PHS are responsible for-

(1') Coordination with university/coll.ege officials.

*(2) Personally contacting (or a designated representative
f from his staff) regionally located individuals whose names and ed.-
dresseL were veleased trom the college board testing agencieýs.

* (3) Forwarding completed applications Lo HQ T1AD0C.

*F-6. Conduct of OFP. Historically blhck colleges serve as the
major source for minority Army officers who~ ere commissioned each
year. The Army has a strong interest in obtaininig as inany highly
'qualifiee minority officers as pori-Aible. One moaaum to increase the
number of highly qualified mtnortry officert; peoduce-i by ?Cmcse
ischools is by increaoing the overl qunlity of the ROTC Advanced
Couti at these schoojle. This progr~am is designed to attain thet

objecti by increaning the nouibcr of 4-year ROTC Scholarsh~ip

recipients who choose to attend these institutions. The number in

GA.
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determined eanually based on the number of officers commissioned the
previous year from historically black colleges. The percentage Is
thn applied to the 4-year scholarships to be offered that next
malection cycle. The number of scholarships authorized for thie SY
81-82 QEP is 87. (NOTE: Numbcr was based on FY 79 since FY 80 data
will not be available until December 1980.)

a. Individuals considered for this program must agree to
enroll at one of the historically black colleges.

b. Since Allocation for this program is basel on officer pro-
duction, the QEP wi.11 be reviewed annually to insuie growth In pro-
duction is accompanied by some ticremental increase in the numnber of
students from historically black institutions who enter ROTC Ad-
vanced Course with SAT of 850 or the equivalent.

c. Upon receipt of names and addresses of high school stu-
dents from the college board testing agenc.es, the PMS or hts repre-
sentative will, personally call upon the students anid/or the parents
in their regional area to acquaint them with the Army ROTC 4-year
acholarship program, provide the forms necessary for application if
not previously furnished, and assist the students in completing an
application.

d. Applications from students who have agreed to attend a
historically black institution if selected for a scholarship wit! be
so identified by placing "QEP" in red below the form number on page
I of LD 1893 (4-year scholarship application form). Upon receipt of
these applications, 11Q TRADOC will process for competition in the
QEP and nationwide competition.

e. Applications from students who were contacted through Q9P,
but expressed a desire to attend other than a traditionally black
institution will compete in the nationwide competition and QVP.
These students, if not selected for nationwide competition may be
offered a scholarship, if otherwise qualified, under the QEP.

f. Sponsoring PMS of QEP applicants who are selected for
scholarships will be immediately notified of the studeitts selec-
tion. This will permit personal notification to the student and
institutional officiala then assume the responsibility to complete,
admission arrangements with the student.

g. Students awarded a scholarship under QtI selection who 4ub-
sequently either notify this headquarters that they do not Intend to
enroll or who fall to enroll at a historically black institutiton
will have the scholarship withdrawn and selection statt!3 in national
competition would prevail.

h. Any unused QEP scholarships will revert to nationwide
competition.

, - , A
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* SCCRETAPY OF THE ARMY

WASHINGTON

SUBJECT: Letter of Instruction to the Captain, RA, APL Selection Board

President, Selection Board

* I1. Authorjiy. This selection board is appointed under the provisions
of AT C24-100 to consider officers of the Army Promotion List for

* promotion to the permanent grade of captain, Regular Army.

2. General. The board will convene at Headquarters, U.S. Army Military
Pers~nn--eT Center, Hoffman II Building, at 0800 hours, 23 October 1979
or on call. Inclosure 1 provides administrative instructions, reports
required, and specifies the oath for the selection board and recorders.''I

- 3. Method and Number to be Selected.

"a. The best qualified method of selection as prescribed in AR 624-
100 will be used to select the number of officers specified below:

Promotion List Zone of Consideration Number to be Selected

Army All ILT, RA with a 1525
PDOR of 30 Sep 77
and earlier or basic
date of 30 Sep 74 and
earlier.

b. All officers who'are recommended as best qualified must first be
* I considered fully qualified. In determining whether an officer under

consideration is fully qualified for promotion, the selection board should
satisfy itself that the officer is qualified professionally and morally,
has demonstrated integrity, and is capable of performing the duties
expected of an officer with his or her qualifications in the next higher'
permanent grade.

c. The Director of Military Personnel Managem,,nt, Office of the
•. Deputy Chief of Staff'for Personnel, will be notified immediately in the

event the board finds a lesser number fully qualified than the number to
be selected under the best qualified method.

4. General Guidance.

a. It is essential that the Army have officers who are outstanding
"unit~leaders as well as officers who can provide leadership in other

- *. . *



SUBJECT: Letter o-' i,,struction to the Captain, RA, APL Selection Board

areas, such as specialist career fields and supporting staffs. The board
must select the best qualified officers and, in the process, recognize
that various assignments require different strengths, techniques, and
background.

b. Promotion in the Army is based on the board's determination of
the potential of an officer to perform in the higher grade. The officer's
entire record should be used to determine his or her potential and as an
aid in predicting future performance. The determination of an officer's
potential will be based, for the most part, on the record of performance
and aptitude in his or her primary specialty and finally by considering
the overall duty performance. The board will focus on the proficiency
of performance and not be unduly influenced by diversity of assignments
or thi level at which duties are performed. Army assignment philosophy
today is predicated on the belief that all assignments are important
assignr,•nts.

c. Specific qualifications necessary for promotion are not prescribed
by the Department of the Army. Accordingly, no single factor should be
allowed to become overriding. Nonselection, however, can properly be
based on a, major disciplinary action, relief for cause, demonstrated
cowardice,'lack of integrity, moral turpitude or professional ineptitude.

d. Inclosure 2 contains general guidance on the factors to be considered
in determining professional qualifications and promotion potential.

5. Restrictions.

a. Recommendations of the selection board will be marked "FOR OFFICIAL
USE ONLY" and will be so considered until recommended lists are announced
by the Department of the Army.

b. Upon board adjournment, members are encouraged to familiarize
other officers with the selection board procedures in general. However,
specific statistical analyses or details of the board proceedings pertai. ;
ing to selection or nonselection of individual officers, whether recorded
or unrecorded, will not be disclosed for any reason.

c. Board membership will not be revealed until the board adjourns.

2 Incl Clifford L. Alexander,.Jr.
1. ADMINI
2. Guidance

2
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.'.nMINISTRATIVE INSTRUCTIONS

1. "Eligibility. The DA Secretariat for Selection Boards will furnish
the board with the names and personnel records of the officers to be
considered for promotion. If discrepancies or apparent inconsistencies
are noted, the recorders assigned to this board will obtain necessary
additional information.

2. Procedures. Board members will use the following general procedures
in evaluating-the records of the officers in the zone of consideration:

a. Initial evaluation will be accomplished by evaluating all records
"in alphabetical order.

b. Each panel, working independently, will select the number of
," officers specified in paragraph 3 of the basic instructions.

c. After selections are completed by each panel, the panels will
merge.as one board to reconsider those officers who are not unanimously
selected or nonselected by the panels. These officers will comprise the
"grey" area that must be reevaluated in order to select the remaining
promotion quotas.

3. Reports. Officers considered will be categorized as indicated below
and reported to the Secretary of the Army:

Category Promotion List

a. Recommended for promotion .APL

b. Not recommended for promotion APL

Statements to preface each of the above reports are as follows:

Recommended

"The board, acting under oath and having in view the special fitness of
officers and the efficiency of the Army, has carefully reviewed the
case of every officer submitted to it for consideration. In the opinion

* of the majority of the members, the officers named on the attached
inclosures who have been selected are fully qualified and are the best
qualified through ability, efficiency, and length of service to assume
the duties of the next higher Regular Army grade and are hereby recommend-
ed for promotion."

Not Recommended

"The board, acting under oath and having in view the special fitness of
officers and the efficiency of the Army, has carefully reviewed the

Inclosure 1. . : '
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case of every offi,,, submitted to it for consideration as specified in
the letter of instruction. In the opinion of the majority of the merbers,
the officers named on the attached inclosures are not considered best
qualified to perform the duties or assume the responsibilities normally
expected of the next higher Regular Army grade and therefore are not
recommended for promotion."

4. Oath. The following oath or affirmation shall be administered to
the re-corder by the president of the board:

"You. --, do solemnly swear (or affirm) that you
will keep a true record of the proceedings of this board, and further
that you will not divulge the proceedings or results thereof pertaining
to .the selection or nonselection of individual officers except to
proper authority."

"The following oath or affirmation shall be administered by the recorder
t0 each member of the board:

"You, , do solemnly swear (or affirm) that you

will without prejudice or partiality, and having in view both the
special fitness of officers and the efficiency of the Army, perform
the duties~imposed upon you, and further, that you will not divulge the
proceedings or results thereof pertaining to the selection or nonselec-
St iorn of individual officers except to proper authority."

,C'.....-------.. . - - - - - - - - - - -. " '

*• .. . " •. . . . . -. i' '

;.. ,.- . . . ... . .

t, ' : ............ .. '... .

* .. . . * ." .. . .. " :" . . .
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1. reneral.

a. The Army's promotion system is designed to:

(1) Meet the Army's requirements for commissioned officers in
the various grades.

(2) Maintain the integrity of the promotion system by providing
* for fair and equitable advancer:nent of commissioned officers through"ut a

full career in the Army, giving advancement opportunity to the
proven outstanding officers and eli.iinating the substandard or marginal
offi(.ers as early in the career pattern as feasible.

(3) Provide a proper promotion flow through the various grades

to ensure an energetic, highly-motivated officer corps and a higrh retention
rate among the best qualified officers.

b. No evaluation of dnmonstrated professionalism or potential for
future service can be complete or objective without a review of the
entire record. An iaolated examole of excellence or mediocrity should
not be used as a determinant for selection or nonselection. The analysis

.* of individual records to determine the relative potential for perforrance
at the next higher grade shoula include a careful review of all of the
following factors:

(1) Integrity and character. Tnroughout the selection orocess,
consideration must be given to integrity and moral character. These con-
stitute the real foundation for successful leadership. An officer who has
sacrificed his integrity has sacrificed the respect and trust of those with
whom he serves. Absolute integrity of word, deed, and signature is a
matter that permits no compromise. Thus, the individual officer bears
great responsibility for the establishment and observance of scrupulous
.ethical and moral standards.

(2) Demonstrated sensitivity to human beings and the ability to
communicate. Sets high standards, sees that they are met and in every
way "tekes care" of his soldiers and their dependents.

(3) Intelligence and creativity.

(4) Performance of assigned duties and professional competence.

(5) Trend in efficiency--up or down--as experience is gained and
responsibility increases.

(6) Length of service, maturity and vigor.

(7) Military and civil education.

Inclosure 2
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(8) Gener-al physical condition. A oartial disability which is
the result of a disease, wound or injury should not in itself be considered
disqualifying unless it prevents the individual from performing his or her
duty. The board must bear in mind that waivers have been granted to
officers with certain physical profiles. Therefore, the fact that an
officer has been continued on active duty is tantamount to establishing
that he or she possesses the physical qualifications which would allow
assignment to any position corvmensurate with his or her grade, specialties
and profile limitations. In case of doubt, the matter is to be brought
to the attention of the DCSPER for final resolution. This guidance is not
to be confused with an officer's professional responsibilities for main-
taining reasonable standards of physical fitness and weight control aF
prescribed in AR 600-9.

c. The fact that an officer was not selected by a prior board is not

to be considered reason for nonselection by a subsequent board. All
officers in the zone of consideration are competing equally. The board
must form its own independent evaluation on the basis of the officer's
record as compared to all officers considered for promotion.

d. Selection of an officer for promotion requires evaluation of the
officer's attitude and dedicatiorn to serve the nation and the Army. As
far as possible, based on the records available, particular attention
must be given to the solfless officer. Special consideration should be
given to the officer who generates soontaneous, contagious enthusiasm
while demonstrating a selfless dedication to serve.

2. Evaluation Reports.

a. The basic and most important single document in an officer's record
Is the evaluation report. The Army attempted to reduce the "inflation" in
officer evaluation report numerical ratings in order to obtain a more valid
indicator of the performance and potential of rated officers which allowas
more precise and meaningful comparisons. On 1 January 1973, a new evalua-
tion report was put. into effect, and on 7 February 1973, a message from
Headquarters, Department of the Army, was sent to cormmanders. This message
stressed the importance of more realistic officer evaluations. In some
cases, commanders and all those in the rating chain made a conscientious
effort to follow the guidance and deflate the rating system, while in other
cases, inflated ratings continued to be submitted. As a result, some
officers could have been unduly penalized, in compdrison to their peers,
during the early period of change to the new evaluation report system. The
boards should be aware of this. DA Form 67-7 ,-eoorts through 31 December
1973 ar,, stamped "FIRST YEAR." While these r'* -1ts should not be disregarded,
they should be weighed in light of the officer entire record. A single
report with a relatively low score, particular one in the first year of
this implementatibn, should not in itself normally be the basis for non-
selection.

2`



b. The narrative section in each report must be closely examined.
It is here that a pattern of strengths and :eaknesses over a period of
time will appear. These reports should be weighed in light of:

(1) Length of time in assignment.

L i (2) Length of time covered by each report.

(3) The consistency of ratings between raters and indorsers.

(4) Type of observations, i.e., daily contact, infrequent observa-
tions, records and reports.

(5) The continuity and trend of ratings over a period of time.

c. The composite score of each evaluation report is not converted to
an overall index or average score. The score of each evaluation report
must be considered hand-in-hand with the narrative portion of the report.
While a numerical score is a factor to be considered, it must not of itself
be a determinant for selection or elimination from consideration.

d. Successful OER appeals result in amendment, revision or elimination
of the report in question. Prior to 1 May 1978 correspondence on denied
appeals was filed in the efficiency section of the O01PF. Correspondence on
appeals denied after 1 May 1970 is currently nlaced on the "restricted"
fiche of the OMPF. The "restricted" fiche wi ll not be released to tho board
unless requested through thm president of thie board and approved by the
Director of Hilitary Personnel Hananeioent, O(JCSPLR, DA, on a case-by-case
basis. No stigma should be attached to the fact that an OER appeal was notfavorably considered.

* 3. Minority and Female Officers. Too Army is firmly cort-itted to a plan
of a7irmat ctvie--i v.hich is interded to provide equal opportunity for
minority and female officers in all facets of their career developn'rnt,
utilization, and progression. The affirmative action goal for this board
is to achieve at least a 95 percent selection rate for minority, fewale
and majority candidates undcr the best qualified method of selection.
Prior to adjournmenit, the board president will provide the DMPH a status
report on the affirmative action goal. Specifically, the report will in-
dicate, of the nuwiber of officers selected by the board as best qualified,
the majority, minority, and female selection rates (percentage of those
selected out of those considered in each category). In addition, if any
category is below a 95" selection rate, the report will indicate the number
of fully qualified officers which could be judged best qualified under an
increased numerical ceiling that would assure the minimum 95 percent selec-
tion rate for each category. It goes without saying that all candidates
selected will have the requisite qualifications for promotion.

; , >3



4. Appendix 1, inclosure 2 contains guidance on the Officer. Personnel
Management System. It is recognized that most individuals being considered
for promotion to the grade of captain, have become qualified in only one
specialty. Knowledge by the board of the system under which these officers
will be developed is a necessary factor in evaluating his or her demonstrated
ability and potential.

. ; 5. Derogatory Information.

a. The weight to be given derogatory information must be determined
by the collective judgment of the board. Care imust be taken also not to
unduly penalize officers vwho have had early exposure to heavy responsi-
bilities and the inherent opportunity to make mistakes through honest but
misguided effort. Accordingly, each OER requires careful consideration
along with the type of assignr-1ent held, and you must make your recornmerda-
tions based on the whole person concept. One poor evaluation report in and
of itself should not be a basis for nonselection.

b. At CONUS installations not served by a Federal magistrate, an indi-
vidual committing a traffic offense, to include driving under the influence,
and other infractions of a civil nature may receive nonjudicial punishment
or a court-martial , the record of which is in porsonnel files. However, an
individual whose traffic or other violation on post was disposed of by a
Federal magistrate would not have a rccord of conviction placed in his or
her personnel files. Overseas, Federal magistrates have no jurisdiction.
Due consideration should be giver to the fact that essentially identical
conduct is disposed of in different ways when reviewing records of
disciplinary action for ordinary traffic or other minor offenses. Further-
more, indications of past disciplinary action should be evaluated in
comparison to an individual's overall record of performance and potential
in view of the seriousness of the offense.

I,,,, *1
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b. The narrative stction in e2ach report must be closely examined.
It is here that a pattern of strengths and weaknesses over a period of
%iw will appear. These reports should be weighed in light of:

(1) Length of time in assignment.

(2) Length of time covered by each report.

, (3) The consistency of ratings between raters and indorsers.

(4) Type of observations, i.e., daily contact, infrequent Uoserva-
tions, records and reports.

(5) The continuity and trend of ratings over a period of time.

c. The composite score cf each evaluation report is not converted to
an overall index or average score. The score of each evaluation report
must be considered hand-in-hand with the narrative portion of the report.
While a numerical score is a factor to be considered, it must not of itself

* be a determinant for selection or elimination from consideration.

d. Successful OER appeals result in amendment, revision or elimination
* - of the report in question. Prior to 1 Mlay 1978 correspondence on denied

appeals was filed in the efficiency section of the OMPF. Correspondence on
appeals denied after 1 May 1978 is currently placed on the "restricted"
fiche of the OMPF. The "i ,stricted" fiche will not be released to the board
unless requested through the president of the board and approved by the
Director of Military Personnel Management, ODCSPER, DA, on a case-by-case
basis. No stigma should be attached to the fact that an OER appeal was not
favorably considered.

3. Minority and Female Officers. The Army is firmly committed to a plan
of affirmative actionswhich is intended to provide equal opportunity for
minority and female officers in all facets of their career develocrent,
"utilization, and progression. The affirmative action goal for pr2-:tizns
is to achieve a percentage of minority and female selections coparaDie
to the overall selection rate for the total population in the zone of
consideration. It goes without saying that all candidates selected will
have the requisite qualifications for promotion.

* 4. Command and Staff.

K,.. . a. Command and other supervisory assignments contribute significantly

to career development. It must be realized that the number of command
positions in the Army Medical Department is more limited than in the other
branches of the Army. Therefore, the board must carefully weigh all
assignments and compare the degree of responsibility, managerial s~kill,
and personnel leadership.
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OFFICER PERSONlNEL MIANAGEMENT SYSTEM

1. General.

a. The Officer Personnel Management System (OPMS) is designed to
concentrate an officer's service, through training, education and assign-
ments, along two specialty tracks. The Army is committed to OPMS as a
means of satisfying both the contemporary needs of the Army, and those
"of the individual. Although the full implementation of OPMIS will take
several years, its logic must be extended into the promotion and school
selection system now. A failure to reflect the Army's commitment to OPMIS
in the recommendations made by DA Selection Boards raises the risk that
acceptance of and belief in OPt1S by the officer corps will be delayed.
For the present, members of promotion/selection boards must recognize and
guard against the danger of selecting officers in their own image; the
officer corps is comparing board results with the purpose of OPHS as out-
lined in DA Pamphlet 600-3. Board results should support the Army's policy
of commitment to OPMS and produce tangible evidence that adds to its
credibility.

1b. Each specialty places unique demands on the officer corps. It is
essential that the Army have officers who are outstanding troop and tech-
nical unie leaders, supporting staff managers, and technological specialists.
The board must pick the best qualified officers, but must also recognize
that various specialties and their attendant duties require different
strengths, techniques and backgrounds. Highly capable officers must
progress through specialist fields to positions of increasing responsibility
if the present and future requirements of the Army are to be met.

2. Generalist/Specialist. Though a generalist philosophy prevailed in the
past, the thrust of officer service today focuses on dual specialty
development, with the o~fficer developing skills in two OPtIS specialties.
Some specialties are relatively broad, others are more narrowly defined;
some are technically oriented, others are not. In some cases, the needs
of the Army have required officers being considered by the board to receive
specialized training and repetitive duty assignments at increasing levels
of responsibility, thus achieving a high degree of specialization. The
board should not overly weigh the type of development, be it specialized or
generalized, but rather the officer's manner of performance and potential
for continued outstanding service. If an officer is among the best in
his or her field and meets the high standards of selection, he or she should
be selected. :

3. Duty Assignments.

a. While the intent of OPMS is to develop officers with skills in two
specialty areas, officers being considered by this board have on occasion
served outside what are now their designated specialties. The board must

Appendix 1, Inclosure 2



select officers who have demonstrated by their manner of performance the
potential for continued outstanding service whatever the officer's special-
ties or duty positions. Under the broad thrust of OPMS, and in keeping with
current Army policy that all assignments are important assignments and
worthy of the best that the officer can produce, references to the importance
of any specific types of assignments have been purposely omitted from this
Letter of Instruction. Assignments have been made primarily to meet stated
Army requirements. The key question the board must answer is: "What is the
demonstrated ability and indicated potential of this officer?" The board's 'I
actions should be consistent with the objectives of OPMS and reflect the
policy that all assignments are important assignments.

b. Normal development of an officer's potential often requires assign-
ment to staff positions at various grade levels. The indication of successful
staff assignment is a significant measure of an officer's ability and potential.
All staff assignments should be judged by the officer's manner of duty per-
formance and the requirements of the assignment.

c. Command or other supervisory assignments, particularly in combat,
contribute to career development. However, it is emphasized that command
assignments are neither available nor desirable for all specialties. The
number of commarld positions is more limited -than other types of duty and is
available to officers of some specialties more than to others; in some
specialtiels, command is not available at all. Therefore, the board must care-
fully weigh all assignments and assess the degree of responsibility, managerial
skills, arid personal leadership required in them.

d. The Army has benefited from the unique skills possessed by certain
members of the officer corpF. Those skills, highly specialized and perhaps
nonmilitary in the traditional sense, may require the continuous involvement
of the of'icer concerned. Due weight must be given to the enhanced prestige
and reputation enjoyed by the Army through the efforts of these officers.

e. Some officers have had considerable civilian schooling in support
of their professional development. The nature and importance of the
schooling, and achievement of the officer as a student, must be considered.
However, officers who have not been given the opportunity for such schooling
must not be penalized; as with command, this is usually a matter beyond
their control.

f. Resident and nonresident completion of any military school are
equivalent. While it is recognized that the resident student has enjoyed
the additional benefit of seminars, guest speakers, and peer associations,
the officer, who on his or her own initiative has completed such a course by
nonresident mode, must be given due credit for the initiative, drive for
self-improvement, and dedication to professionalism which he or she has shown.

2
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g. Constructive school credit is authorized by Army regulations. The
Commander, M1LPERCEN may grant completion equivalency of all or pirt of
-school courses to officers who are qualified through length of service,
field experience or demonstrated ability. Constructive credit is equivalent
0, a resident course.

.1
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DEPARTMENT OF THE ARMY
FORT MONROE, VIRGINIA 236-A

OFFICE OF THE DEPUTY CHIEF OF STAFF FOR, ROTC

ATRO-P2 29 NOV 1979

SUBJECT: Quality of ROTC Graduates from Historically Black Colleges

Lieutenant General Robert G. Yerks
Deputy Chief of Staff for Personnel

* ~Uaitcd States Army
Washingtons DC 20310

1. As you recall at the July-meeting of the Presidents of Historically

Black Colleges (1BC), considerable attention was paid to the quality of
ROTC cadets who were being graduated from those institutions. At that
time Army Research Institute (ARI) was tasked to assess the quality of
ROTC cadets/graduates of HEC on a continuing basis. At your direction
ARI has continued to gather data and has developed what they term as

- -~ "implications," which qAp'te'"pranslated into recommendations for opera-
tioual implement ion't (Inclosure 1)

2. Recently members of my staff and I were briefed by Or, Arthur Gilbert,
ARt on the theme of improving the quality of the HDC groduates. It is
my understanding that this briefing was also given to members of the
DA-DCSPEP. staff. In general, I support the findings, objectives and
implications as presented in the ARI bri3fing. You will note that no
additional resourcing (persotinel) is considered in the recommendations
at Inclosure 1. Although Dr. P~oster of Tuskegee Institute recommended
to you that each KBC be incr~eased by one officer to assist in improving
graduate quality, my Region Commanders were unanimous in their reconmmenda-
tion that no staffing increase be provided to those schools. During a
late September conference at my headquarters the Region Commanders and
I were in agreement that a viable alternative to increased staffing
appeared to be a heavy concentration of military communicative skills
in the ROTC curriculum. The infusion of verbal and written techniques
would be totally military oriented and would begin in MS I.

3. In our continuing efforts to upgrade quality I have asked ARI to
pursue additional research questions which are at Inclosure 2. It is
my belief that the3 development of special curriculum activities, which
will eventually in~clude the new ROTC Core Curriculwn--once refined and
published, and the concerted effort now being made by the Region Commanders,
we should give the technique oriented solution a chance to work prior to
expendinig sc-arce personnel resources.
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,, - SUBJECT: Quality of ROTC Graduates from Historically Black Colleges

4. I plan to have each of the Region Commanders concerned pursue the
technique approach with the assistance of my staff. Also, I intend
to arrange for each. of the HBC presidents to receive a briefing on the
methodology we intend to employ.

2 Incl
as 3Brtadier General, GS

Deputy Chief of Staff for ROTC
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Performance of ROTC Officers from Predominately Black Colleges

Scognize that by conventional measures (o.g., SAT). cadets at

historically black colleges are of lower academic ability than cadets

at white colleges.

2. Identify and reme4iate academic deficiencies.

3. Provide materials, equipment and program of instruction (POI), to
enhance training in military skills and monitor progress of military
skills.

4. Deal with cadet perception of lower social competence.

a. Provide participation in selected ROTC activities with cadets
frowi white ROTC units located in the same geographical area,

b. Participation in cadet troop leadership training (CTLT) should
be increased for cadeLd from these schools,

C. Use human. relations trainin$ or assertiveness training to helpI transition to a predominantly white environment.

d. Enrich ROTC curriculum with instruction in written and oral
Spresentutions.

e. Increase leadership laboratory training.

t aý
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1.What are the factors influencing retention of ROTC cadets/graduates
from different types of hos~t Institutions?

2. How do ROTC graduates (male/female) fromo different host institutions
aud academic background perform in OEC in the different career branches?

3. What is the quality of ROTC faculty at the different host institutions?

4. What is the performance of cadets at Advanced Camps of different types
of host institutions for male/femnale?

NA
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FACT SHEET

DCSROTC/RM Div
Mr. Creasey/3871
12 February 1980

P11tPOSE

To provIde General French witb data on the ROTC Affirmative Action Plan.

FACTS

1. The following compares total minority enrollment by category for
SY 78-79 to SY 79-80 and the percent each category makes up of the total
SROTC enrollment, for SY 79-80.

% of Enrl
SY 78-79 SY 79-80 Z for SY 79-80

Black 12809 13180 +2.9 20.7

Hispanic 2626 2539 -3.3 4.0

Asian American 462 535 +15.8 .8

American Indian 130 148 +13.8 .2
Other 169 176 +4.1 .3

TOTAL
MINORITY ENRL 16196 16578 +2.4 26.0

2. In SY 78-79 rece/ethnic minority enrollment comprised 26.5% of the
total SROTC enrollment. The HODA affirmative actln plan requires black
enrollment to be I of total enrollment by 1:'h QLr FY S0. We exceed
that goal now. Similarly, Hispanic errollment should comprise 4.3%
of total enrollment. To aid in attaining this goal, Pan American
Mlniversity has been selected as a new Institution In Phase I of Expand
the Base. Other predominantly Hispanic bý'hools will be considered in
future phases of Expand the Base. Females comprise 25.0% of total
enrollment as compared to the affirmative action goal of 25%.

7*
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FACT SHEET

DCSROTC/RM Div
Mrs Pleasants/3471
12 Feb 80

PtRPOSE

* To provide BG French data on the cadet enrollment by racial categories
at the Predominantly Black Colleges.

FACTS

1. The ROTC cadet enrollment by racial categories at the Predominantly
Black Colleges is as follows:

a. Male-

Amer Asian/ Other/
COLLEGE White Black Ind/Al Pac Hispanic Unkn

Howard U 5 90
Fla A&0 1 110
Ft Valley GA 3 166
State Col

'Morgan State U 83
"HNC AT Univ 25 199
St Augustine 134
S Carolina State 1 472
Hampton Inst 154
Norfolk State 267
Va State 13 308 1
W. Va State 21 46 1
Lincoln 52 183
Central State 2 129 1
Alabama A&M 9 353
Tuske.ee 145
U of Ark-Pine Bluff-15 359
S. Univ & A&M 107
Alcorn State 171
Jackson State 1 .160 2
Bishop College 3 47 1
Prairie View A&M 2 822 1 .. 5

TOTAL 153 4505 2 2 9 2
PREDOMINANT LY
BLACK

-_L J, _f
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b, Female-

Amer Asian/ Other/

COLLEGE White Black Ind/A1 Pac Hispanic Unkn

Howard U 1 50

Fla A&M 39

Ft Valley GA 152

State Col
M~organ State U 1

NC A&T Univ 1 64
St Augustine 117

£ Carolina State 325

Bampt-e, Inst 61

Norfolk State 1 215

V8 State 4 144

W. Va State 4 21

Lincoln 46

Central State 3 67

Alabama A&M 1 51

Tuskegee 1.17

U of Ark-Pine Bluff-2 70

S. Univ & A&M 96

Alcorn State 241

Jackson State 1 216
Bishop College 2 .30

Prai•ie View A&M 42

TOTAL 21 2242

PREDOMINANTLY
BLACK

BAKER
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2. Cadet enrollment by racial categories in the Military Junior
Colleges are as follows:

White Black Amer Ind Asian H4ispanic Other i

GA MIL
Male 48 15 1
Female 5 3

Valley Forge
Male 75 17 3 1
Female

Kemper
Male'' 42 9 22 3
Female 2 1 6

Wentworth
Male 33 10. 2 6
Female

Marion
Male 199 17 2' 3
Female

New Hex Mil Inst
Male 251 31 6 22 52 5

Female 20 4 .1 3 2

1 , :j'' 2
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DEPARTMENT OF THE ARMY
OFFICE O1- TIJ(, tir PLI'i C 1411 - 0F STAVV FOR PERSONNEL

WAWIIIN(,14)N, U,C. 203W0

cUneral Donn A. Starry
Cummiiude r
U1S Army 1'rai ni lg an id Doc. t " m ,ond
Fort Honrou, Virginia 236')l

Dear General Starry:

During a meeting in the Penttagon in ,July t979 between selected Prestidunts'
of HistoricaLly BWack Co.leg,!s and inunhurs of the Army and TRAI)OC staffs,
initiatives were discussed to assist In the upgrading of performance by
minority ROTe students. As a result of this meetLing it was dec ided to
provide additional staffing to the Historically Black Colleges in the form
of one offiver to each institution.

Since there are no more officers, we witl decrement the force by separate
act ion to provide you the authori.zition of six addiLional officer spacus
to support this initiative on I teAL bashI; for ,ichuol years 80-83. The
additionral, fi'ftutn officer spn'cs thiat have been requested in your ,'Y 82-86
PARR wilt receive high priority In !)CMSPR 's priorit ization durilug the POH
budget development.

Additionally, I have directed N LIERCI"N and the Army Research Instit ute
(ARI) to work with your staff in mniiitorhi g the performance of students"
graduating from the institutions that are selected for this test.

U,
The mutual. goal that we share fn thu duvelopment of RO'T(, students from
Historically Black Colleges, and the future of the entire program will be c:
assisted by this Initiative.

Respectful ly,

,. . ,-p .

CF: Military Personnel Center
Army Research Institute
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SUBJECT: Memorandum--MG (Ret) 0. W. Dillard's Visit

:I

1. Major General (Ret) Oliver W. Dillard was invited and attended a study
conference which was held on 5 March 1980. The purpose of his visit was to
provide the Black Officer retention and accessions study group clarifying
information concerning the 05 promotion articles that appeared in the Army

.L Times. Additionally, we felt that he might be of assistance in providing
data that might be beneficial in the resolution of our study effort. The
following is a suummary of that meeting: G

a. LTC David Jackson opened the conference by giving a short overview
of our study. This included a summary of the USAWC 1979 study and the
methodology of our study. He then turned over the meeting to General Dillard.

b. General Dillard prefixed his remarks with a recommendation that we
investigate what has been done at the DA level (DCSPER). He stated that he
thought that some work had been accomplished, but did not know to what extent.

c. He then gave us the background that led to the letter he wrote to the
Secretary of the Army and resulted in the Army Times articles. In capsule he
stated thatt

(1) He has been actively involved in the Black Officer problem for
greater parts of his Army career.

(2) That he had postulated that the "quality" of Black Officers had
improved over tne years of his service.

(3) He was shocked at the "quality" of the Black Officers files that
he reviewed when he was the president of the 05 promotion board. Hie stated that
although there w-, some files that had measured up to white files, these were
small in numbers. He concluded that his postulation of Hlack Officer "quality"
improving as a function of time was incorrect,

c. General Dillard said he asked himself, "is there a problem?" His
answer was that, based upon the evidence, any rational person must conclude
that there is a problem.

d. lie stated that about five years ago MILPERCEN conducted a study that
showed Black Officers' OERs were about twenty points lower than whites.

e. He then talked about what he thought was :ausing the problem. His
analysis fell into three areas.

(1) The three panel system of selecting officers for promotion--this
he felt was not a contributing factor and that the system on the whole was fair,

(2) The institution--he felt that there are problems in equal opportunity
and fairness but "things are getting better."

(3) Education--this area he felt is the biggest contributor to the problem.
The primary two areas that most Black Officers are deficient, in his opinion, are

communicative skills and culture shock.
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f. He stated that although he was an honor student from college he was
lacking in the communication skills and worked hard to improve himself. He
feels that this is what most Blacks need to do.

g. General Dillard stated that top Black students, attending Historically
Black Colleges are not attracted to ROTC.

h. He helieves that summer camp and OBC test results are valid and
indicates t'iat some Black Officers have not adopted to the Army environment.
He feels that within about an eighteen month period most Blacks are on a par
with their white counterparts.

i. He feels that we must improve the quality of PMS and ROTC staffs at
HBCs and that we must hand pick white officers for these schools.

2. The conference ended with a question and answer period. For the most part
many of the things stated above were repeaced. One question that was asked was
"what types of trends were found in the files of Blacks that you revie!wed during
your promotion board?" General Dillard's answer was, relief from cormnand and
bad checks.
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